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CORRIGENDA at "Blue-Collar Workers in Japan and Holland" 
Due to communication troubles between Japan and The Netherlands, a number 
of flaws have crept into the final version of this dissertation. 
With disregard of the minor ones, following major points must be corrected. 
p.4, line 8, instead of "obtaining" read: actual. 
p.13, 3rd line from below, i.o. "models" read: modest. 
p.37, in the formula, i.o. χ (which is a chi) read: X . 
p.40, 3rd line at the end, before "As far" insert following sentence: 
The "interaction" dimension (II) draws attention because of the 
relative position of the age groups within each nation-sample 
(especially the Dutch one where the middle age-group seems particularly 
notable). 
p.41, footnote, 3rd line, after "(Tokyo, 1976)", read: here the consensus 
seemed to be that such techniques may be interesting also for analysis 
in international comparative studies, even though my data did not 
produce useful results; at least one observer was reminded of.... (etc). 
p.51, between lines 6 and 7, insert following: Jt:Ht n.s. = 
the difference between the averages of both total samples is not 
significant. 
p.52, 2nd column in the table, ad t , insert: H2:H3 
p.55, 2nd line from below, first word, read: appear. 
p.65, 3rd line of the first footnote, add: causing this switch. 
p.65, 4th line of the first footnote, omit: except perhaps to refer. 
p.85, 4th line sub 7, after "together", insert , and then add following 
footnote: ** In the case of items 13 through 20, the first table given 
will refer to version a, the second one to version β (e.g., see 
pp. 107-108). 
p.88, line below the table, omit: to exist. 
ρ.107, 2nd line in the table, underneath "Factf." and "Satisf.", insert: a. 
Note: the same is to be done in the tables of pp.109; 144; 149; 154; 
163 and 184. 
p.108, 2nd line in the table, underneath "Factf." and "Satisf.", insert: 0. 
Note: the same is to be done in the tables of pp.110; 145; 150; 155; 
164 and 185. 
p.119, 6th line from below, new paragraph to be started from: All "communi­
cation". 
p.150, 2nd line sub "Comments", read: exist between the (satisfaction) 
outcomes of item 15 in (etc). 
p.151, 1st column in the table, ad t , read as: J1:J2 ; and J1:J3 ; 
and J2:J3. 
p.166, 9th line from the top, read: actually wanted to (see also the .... 
(etc). 
p.185, 5th line sub "Comments", omit: (43 per cent). 
p.200, lower right-hand-side of the table, read: Jt:Ht n.s. 
p.208, 5th line from below, read: them youngsters) way they do not....(etc) 
Acknowledgements, 18th line, i.o. "Hiroshi" read: Tadashi. 
Stelling 2, eerste regel, i.p.v. "spoken" lees: speaking. 
E.J. van Helvoort 
Nijmegen, 23 december 1977 
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The total project in a bird's-eye view. 
1.1. Original purpose and intensions. 
a. The earliest stage. 
The origin of this study lies way back in 1968, when at the conclusion of 
a period of study at the University of California (Berkeley) I seized an 
opportunity to realize a long-cherished dream: to visit Japan. During that 
visit I was lucky enough to meet my friend-to-be Professor Shin-ichi 
Takezawa (of Rikkyo University in Tokyo), at a conference on the "Inter-
national Transfer of Management Skills" (August 1968). Our discussions 
centered on the question to what extent managerial skills would be trans-
ferable across national and cultural boundaries. One point occupied our 
minds extensively: do cultural differences provide a sufficiently solid 
basis for management patterns to develop along divergent lines, even though 
increasingly similar technological processes are being applied all over 
the world? Or is the converse true: are cultural differences liable grad-
ually to disappear because of advancing technology everywhere? 
This is a highly complicated question, and the ultimate answers can 
certainly not be generated by a one-time-only research study. However, in 
our discussions, I agreed with Professor Takezawa that it would be useful 
if we could set up a project to look into interactions possibly existing 
between cultural differences on the one hand, and management practices on 
the other. Reasoning that Japan and Holland presented largely comparable 
patterns of advanced industrial activity (at least as far as technological 
aspects were concerned), we thought it worthwhile to try and realize a 
comparative study project in these two countries, with their undeniably 
totally different patterns of culture and history. 
We also agreed to narrow down "management practices" to the field of 
personnel management, a subject area near to both of us (notably to 
Professor Takezawa who had in the past performed basically similar research 
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in Japanese and American plants ). 
It certainly was not our expectation that the outcome of such a study 
(if realized at all) would provide a final answer to the question as to 
whether cultural differences constitute an enduring base for differences 
in management patterns across the globe, or contrastingly, whether the 
widespread application of advanced technological processes around the 
world results in an unavoidable weakening of differences in cultural 
patterns, perhaps ultimately their virtual elimination. 
But we had some hope that even a limited comparison between two 
countries as Japan and Holland, with totally different cultural heritage 
but largely comparable patterns of industrial activity, would enable us to 
make some pronouncements about existing links between culture and (per-
sonnel) management. The data might even allow for some statements indi-
cating which of the two might have priority: "culture" or "technology", 
but most certainly it would be impossible strictly to prove any related 
hypothesis. 
b. Further planning and preparation. 
Having been assured by Professor Takezawa that I would receive all possible 
advice and assistance if I managed to obtain the necessary funds and time 
to settle temporarily at his university, I returned to Holland (late 1968) 
and set out to find ways and means for a realization of these plans. 
In the ensuing period, my communications with Japan remained quite limited, 
so I decided to make my own plans while in Holland, in the hope that neces-
sary adjustments could be made when (and if) I arrived in Japan. I con-
sulted several experts in Holland (many of them connected with my Alma Mater 
in Nijmegen), and gradually the basic outline evolved finally to become 
the root of the present report. 
Initially I toyed with the idea to involve more countries in my study 
than just Japan and Holland, but then - considering that this would unduly 
complicate matters - I made up my mind to confine myself to the originally 
* 
E.g., see Arthur M.Whitehill Jr., and Shin-ichi Takezawa: "The other worker: 
a comparative study of industrial relations in the United States and Japan" 
(Honolulu: East-West Center Press, 1968). 
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selected countries. 
It had been decided that personnel management would be the main area 
of comparison. I therefore had to devise methods for investigating how 
personnel management is actually practised. Apart from an examination of 
relevant literature I was able to approach practitioners in the field and 
thus gain extra insight in the subject matter; I developed a fairly long 
questionnaire to try and make an inventory of the practices of personnel 
management and ran a number of trial sessions with Dutch personnel staffers. 
It was my intention to check with Japanese experts (later on) to what 
extent this questionnaire would have to be adjusted to make it fit the 
Japanese situation. 
I intended to do the same with a questionnaire whose purpose was to 
investigate the satisfaction of male blue-collar workers, as related to 
personnel management practices. (This questionnaire, though completed in 
outline before my departure to Japan, was never really tried out in the 
field). Thus, in the course of my consultations, two further fundamental 
points had been settled. I was to approach personnel staffers and, in 
addition, some who were at the receiving end of personnel management prac-
tices and policies. I would find out about their reactions to personnel 
management in their own plants which might be achieved, e.g. by means of 
a measurement of satisfaction as related to personnel management. In 
addition, considering that a further narrowing of the scope of my project 
could only enhance its effectivity, I decided to include only male blue-
collar workers in the samples to be scrutinized. 
From what sort of companies would I try to draw those samples? In 
order to be able to separate "culture" and "technology" to a maximum extent, 
I decided to try and maintain the highest degree of similarity in size and 
applied technology in my selection of companies in which to conduct my 
research. Specifically, I was to limit myself to large-scale manufacturing 
companies, and I had to try to find in the second country, a technological 
equivalent for each company in which research was actually performed in 
the first country. 
I preferred to let Japan be that first country, since I expected to 
encounter more problems there than in Holland (not only related to the 
selection of companies, but a host of other factors). In fact, I presumed 
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I would have relatively little trouble making readjustments once the Dutch 
part of the study was to be realized.. 
At this point, I was not sure how I could approach the issue of 
cultural differences between Japan and Holland. I read a large number of 
publications about Japanese society, but in fact delayed any decision on 
how to tackle the "cultural differences" until after settling in Japan. 
I was still determined, however, to demonstrate existing links between 
"culture" and obtaining personnel management practices. 
Summarizing: in order to demonstrate such a link or links, I devised 
the following steps to be taken in Japan and in Holland: 
- I would have to make an inventory of personnel management practices, and 
for this purpose I would have to study relevant literature and approach 
both personnel staffers in the field, and male blue-collar workers (at 
the receiving end of such practice) whose personnel-management related 
satisfaction I would also try to measure. 
- Those blue-collar workers I would have to try to find in large manu-
facturing companies in either country, with technological equivalents in 
the other country. 
- I would have to identify "cultural differences" between Japan and Holland, 
either indirectly (e.g. through literature study), or directly (through 
some kind of measurement to be devised by myself or to be borrowed for 
actual application in my samples). 
- I would have to try to demonstrate a link or links between what I might 
find regarding personnel management practices in either country (in-
cluding the pertinent satisfaction answers) and the cultural differences 
to be identified. 
It was my expectation that I would encounter both systematic patterns of 
cultural differences and differences in personnel management practices, 
and I hoped to be able to fit all these into one broad framework.(Perhaps 
indeed I would find indications to steer my opinion regarding the question 
which has priority over the other: "culture" or "technology"). In other 
words: before venturing upon this study I could in no way formulate a clear-
cut hypothesis, or complex of hypotheses, to be veriefied in my study. 
Rather, one could say, I intended this research to gather facts, to explore 
existing differences and to inspire observations from which - perhaps -
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hypotheses might be derived to be tested later on. 
Having mapped out all the above, [ was given permission by my employer 
(Nijmegen University) to take a leave in order to settle temporarily at 
Rikkyo University in Tokyo, where cooperation had been assured. I also 
applied for, and obtained, a scholarship from the Japanese Ministry of 
Education, as well as a grant from the Netherlands Organization for the 
Advancement of Pure Research (Z.W.O.). Backed and reassured by all this 
support, I left Holland for Japan in the latter half of 1970, confident 
that somehow I would succeed in bringing my plans to a satisfactory end. 
But, once I was in Japan, it became apparent that I would run into 
great trouble in my efforts to realize these plans. Thanks to the Japanese 
Ministry of Education I mastered some working knowledge of basic spoken 
Japanese, during the first few months of my stay, but it was impossible 
to acquire a sufficient proficiency in reading Japanese sources. After this 
full-time language course (of about 5 months), I presented my Japanese 
academical advisers with the questionnaire that I had devised before leav-
ing Holland, but they felt it would be difficult to administer this in 
Japan. So I was advised to sit down and study (under their guidance) 
personnel management in Japan, and only subsequently start making a totally 
new research instrument. However, all this put me under tremendous time 
pressure, as the language course had already occupied about half of the 
term initially stipulated for the financial grants that made my study 
possible. In the long run, both grants were duly extended, but this could 
not prevent crucial stages of my research preparation from beeing cut 
short because of a threatening lack of funds and time in the then near 
future. For example, I could afford only a very sketchy sort of pilot-study 
to check whether the items of the final questionnaire could stand scrutiny. 
Taking all hurdles as well as I could under the circumstances, I actually 
performed the Japanese part of my study in early 1972. In the same year I 
returned to Holland, to realize the Dutch half of the project in 1973. 
Each of the participating companies received a brief report on its own 
part of my study, soon after the questionnaires had been collected (in 
1972 and 1973). However, one of the major reasons for the long delay of 
final reporting (until 1977) has to do with the need I have felt to in-
vestigate Japanese personnel management more thoroughly before I could 
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properly interpret the findings of my research. Noting that English-language 
publications on Japanese personnel management were preciously rare, I 
ventured into a huge additional project that would ultimately lead to a 
number of extra publications , umch will serve as an important base for 
my efforts at interpretation hereafter. 
The original purpose and intentions have remained largely intact, be it 
that a great many unexpected difficulties nad to be faced. In the following 
pages I will try to give an account of what was done and what tne results 
were. Obviously the pressures with whicn I had to cope could not but hamper 
the progress of my study in decisive ways. 
In tne following chapters one will find the following information: in 
tne remaining portion of part I, I shall describe wnat researcn instruments 
I finally constructed (1,2), as well as how I tried to make tne Japanese 
and Dutch versions equivalent to each other (1,3); tnen I shall give an 
account of the way the research was in fact carried out, and how the find-
ings were scored (1,4); finally (though cursorily) I shall report on the 
statistical analysis of the great mass of data obtained (1,5). 
Part II will deal with the cultural differences issue: first a very funda-
mental difference will be highlighted (11,1), than it will be shown how 
this difference was presented in a research instrument (11,2); the major 
findings per item will then be discussed (11,3), and Part II closes with 
a broad summary of the major findings regarding this fundamental difference 
between Japanese and Dutch. 
Part III deals with the way "personnel management practices" are experienced 
by the blue-collars participating in my study. Tne findings will be pre-
sented per item and per block of items (111,3), and each subsection ("block") 
will be concluded with a brief summary of the major points just found. 
Part IV, in turn, tries to give a recapitulation of the major findings in 
Parts II and III, after which an effort is made to present a slightly broad-
er framework in whicn to fit all these findings; in other words, I will 
* 
I refer to "Japanese .Jorking Man" which will be publisned by tne end of 
1977 (Paul Norbury Publications, Tenterden-Kent, England); also to ".Jerken 
in Japan", "Japan's Eigen Aard", and "Japan. Maatscnappij en Medezeggen-
schap in net Bedrijf", winch one may find included in the list of refer-
ences in the present volume. 
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then try to demonstrate how cultural differences seem to interact with differ-
ent patterns and practices of personnel management. However, one should keep 
in mind that this study in no way claims to verify specific hypotheses: it 
is an exploration in the complicated but challenging field of industrial 
relations in two totally different nations. It is hoped that the great variety 
of data and findings in the following pages may inspire the testing of a 
number of hypotheses in more sophisticated research in the future. 
I, 2. How it worked out: the research instrument 
§¿-Ci]91C§-9f-2Í§!?li_"f§CÍflDdlD9Ü.§Dd. "satis facti on" 
Since personnel management was to be the m a m point of focus in my study, I 
first prepared a list of major activity areas, or "categories", within the 
realm of personnel management, for this purpose I consulted several standard 
textbooks, but the final selection of "categories" was my own. I singled out 
the following 11 categories (tie order is arbitrary): physical working con-
ditions; recruitment and selection; training and education; mutations (in-
cluding appraisals), remuneration; fringe benefits; complaints, conflicts 
and discipline, communication; unions and worker representation; work itself; 
and "general". 
I was to make a questionnaire for use with exclusively blue-collar workers, 
which naturally imposed serious limitations on the possible choice of top-
ics and the terminology itself. »Jith this handicap in mind, and in order 
not to overlook any important aspects of working-life, I decided to project 
each of the categories used in Maslow's theory of motivation hierarchy 
into each of the 11 personnel management categories listed above. I would 
try to imagine how - within each specific area of personnel management -
each of the Maslow categories would find its expression as an actual aspect 
of everyday working life. For example: combining Maslow's safety category 
* 
These categories refer to: I. physiological needs; II. safety needs; III. 
social needs; IV. esteem needs; V. self-actualization needs (see Maslow's 
"Motivation and Personality", New York, 1954). Please note that I used these 
categories merely to make sure I would not overlook important aspects of 
working life: at the time it was certainly not my primary intention to 
venture into any research on Maslow's theory as it stands. 
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with my personnel management category of "physical working conditions", I 
developed an item concerning the chance of getting an accident on the jog; 
and combining Maslow's esteem category with "complaints, conflicts and 
discipline", an item came up on whether or not complaints are dealt with 
properly. In addition, I approached the choice of items from a totally 
different angle. With impressive help from the Japanese side, I went through 
a great number of studies regarding (attitudes about) industrial relations, 
or similar subjects, in Japan. Many of these reports were in Japanese (for 
a selection out of these, see Appendix A ) , even though - fortunately - also 
some English publications were available (for a selection, see Appendix B). 
Not only did I thus obtain a number of clues as to what kind of topics or 
items I might include in my questionnaire, but I also gained some insights 
which would later enable me to interpret findings derived from my study; 
e.g. one point that was stressed repeatedly was the importance of age differ-
ences: "the generation gap" in Japanese industry. (It would take me too far 
here to trace back the origin of those items that were ultimately included 
in my questionnaire in detail; but it is regrettable, indeed, that so many 
highly interesting Japanese studies remain largely unknown in the outside 
world, mainly because of the existing language barrier). 
In this way I identified literally hundreds of topics that might be included 
in my questionnaire. Next, of course, a rigorous process of elimination had 
to be accomplished, whereby I took a number of considerations to heart, such 
as: would a topic appeal to blue-collar workers as an easily recognizable 
element of their own experience (matters too theoretical, hypothetical or 
"professional" had to be discarded); could it be readily verbalized in the 
type of question eventually chosen for the questionnaire (see below); how 
crucial did a certain topic seem for a proper understanding of personnel 
management practices and related motivation patterns; what was the opinion 
of a number of experts I consulted (both in university circles and actual 
practitioners in the field); did the topic under scrutiny relate to practices 
normally existing in both Japan and Holland (e.g., bonus payments are crucial 
in the Japanese system of remuneration, but barely worth mentioning in a 
Dutch context); etc. Such a way of eliminating or selecting topics to be in-
cluded in my questionnaire admittedly stands on weak foundations; no solid 
("hard") criterion, nor any empirical measure, was available to support 
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acceptance or rejection. (During this stage of the project I was still rather 
confident that a proper pilot study could be conducted, with a subsequent 
thorough item analysis; I applied the above not-so-hard criteria as strictly 
as possible, mainly in order to reduce the number of items to be subjected 
to this pilot-study test). 
rfmle thus selecting topics for inclusion in my questionnaire, I also 
had to decide on how to present these topics, i.e. what sort of items I 
would use. I was to study "personnel management practices" as well as 
"related satisfaction patterns". The former I could investigate through 
literature study and interviews with responsible officials (a more "objec­
tive" approach), as well as through some more "subjective" approach that 
would enable me to ask the blue-collars in my prospective samples how they 
felt personnel management was being translated into daily practice. Then, 
considering that some kind of satisfaction measurement was also desired, 
I decided to use a type of question that would be aimed at subjective per­
ception of a certain practice and subsequently would try to obtain a measure 
of the concomitant satisfaction. 
The basic form of the question in the main part of my questionnaire thus 
resembled this example (actually used in the study ): 
Is your work usually very tiring? How do you feel about this? 
О no, almost never D very content 
Dnot so often D content 
• sometimes D I don't care 
Dquite often D not so content 
G yes, always Π very discontent 
A little further in this chapter, I will describe the painstaking efforts I 
had to undertake to make the Japanese and Dutch language versions as equiv­
alent to each other as possible. Though English served as the main inter­
mediary in the arduous process to reach such equivalence, the English 
translations presented in this book have not undergone similarly excru­
ciating scrutiny; still, I have tried (with the help of some "native speak­
ers") to let the English items be as close as possible to the ones actually 
used in my study (Japanese and Dutch). 
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Hereafter I will refer to the "subjective perception" (= left-hand side) 
part of my items as the "factfinding" part, while the right-hand side will 
be referred to as the "satisfaction" answers. 
All satisfaction-answer choice possibilities were presented in the form 
and order as given in the above example. This was different with the fact-
finding-answer choice possibilities: here, in most cases, the answers were 
kept in a time dimension (as in the example, from "almost never" to "always"; 
the choice was made since this sort of answer was easy to put into Japanese, 
and supposedly not difficult to understand for anyone); moreover, the order 
of these time-related answers was regularly reversed ("always" would appear 
first and "never" last, or vice versa). It was hoped that this might pre-
vent a strong halo-effect. 
Having thus composed a pool of possible topics that might be included in the 
final questionnaire, and having decided on the sort of item to be used (for 
the factfinding and satisfaction data I hoped to obtain), I set out to combine 
these. As a result, I obtained about 115 questions, related to the 11 
personnel management categories which I had compiled, each of them consisting 
of a factfinding part and a satisfaction part, as in the above example. 
In addition to these "factfinding-satisfaction (F.S.) items", I decided to 
include one general-sati sfacti on item, which appeared thus: 
Generally speaking, are you Q yes, very content 
content with your work? D quite content 
D I don't care 
D not very content 
D not content at all 
These 115 F.S. items plus the latter general-satisfaction item were tried 
out in the pilot study (see further on). 
The items in the main part of my study, whose construction I briefly des-
cribed in the previous section, all concern personnel management practices 
and related satisfaction patterns. My original purpose was to link these to 
cultural differences. From the outset it was evident that no totally ex-
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haustive study could possibly be made of any of these variables, but how-
ever immense the task vvould be to compare personnel management and related 
satisfaction patterns in Japan and in Holland, this task would look petty 
when projected against the enormously complicated "additional" comparison 
of cultural patterns. Experts in the field have trouble accomplishing such 
facts, and I was in no position to claim any expertise as a researcher in 
the area of comparison of cultures. 
Two alternatives seemed to present themselves for consideration. I could 
let go of the possibility to do any measurements of my own and totally rely 
on the thoughts of experts on cultural differences, for an interpretation 
of results that were to emanate from my "factfinding-satisfaction" study; 
this would certainly constitute a valid research pattern. The second alter-
native (the one I chose in fact) would be to try and make some sort of 
empirical measurement of my own, in an effort to catch hold of at least 
part of the major cultural differences between Japan and Holland. This 
second approach would still leave unaltered the options that were available 
in the first alternative. If I succeeded in devising a reasonable instrument, 
it would also enable me to do some explorations of my own and to combine 
these with the ideas of other people ; it would give me a chance to be more 
specific about the two groups under study (male blue-collars in large 
manufacturing firms in Japan and in Holland), maybe even about the two 
nations from whom the samples were drawn; it might also allow me to do 
some testing of my own on a few images or prejudices existing in either 
one nation about the other. 
So I decided to include some sort of empirical measure of one or some 
imposrtant cultural differences between Japan and Holland; at the same time 
I resolved to limit this measure to issues related to working-life only. 
« 
In fact, as was the case with the factfinding-satisfaction items. I went 
through a host of publications on this and related subject matters (e.g. 
see Appendices A and B). But no doubt it was mainly the work of Chie Nakane 
that - together with my mentors' advice at Rikkyo University - served as 
a basis for the actual selection of these particular items. 
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I was aware of the risks involved. For example, I would never be able to 
claim any exhaustive coverage of even the most relevant aspects in question. 
What is more, while including such an empirical measure I might arouse ex-
pectations that statistically significant interrelations were to be revealed 
between cultural differences (possibly found), and differences in (per-
ception of) personnel management and/or related motivation; however, vari-
ables covered in a set-up such as mine are likely to be enormously com-
plicated, and may therefore easily defy even quite advanced statistical 
manipulation. 
One of the outstanding experts on Japanese culture and its comparison 
with foreign patterns is Chie Nakane. Her observations gave me a number 
of clues about topics possibly to be included in the intended empirical 
measure. Among the other sources I could draw from, were - exept for numer-
ous publications - Japanese experts, always ready to shed their light on 
differences between Japan and other countries. One major difference between 
Japanese and Western cultures came consistently to the fore; whereas the 
Japanese are very much inclined to rely on their membership of one specific 
group (or grouping of groups) for satisfaction of their most important 
needs, it seems that Americans and Europeans tend to rely much more upon 
themselves than upon the group(s) they happen to belong to, for fulfilment 
of the same needs. I will dwell upon this subject matter in later chapters 
(see part II and IV), and here will restrict myself to expressing my con-
viction that this distinction lies at the core of a great many differences 
to be observed between Japanese and Westerners. For lack of any better short 
labels I will use from here on "group-orientedness" versus "individualism" 
(abbreviated as G.I.) to refer to this fundamental distinction. 
* 
See for example C.Nakane: Japanese Society (Berkeley and Los Angeles: Univ. 
of California Press, 1970). For a brief statement on the sane, see E.O. 
Reischauer: The Japanese (Harvard Business Press, 1977), pp. 127-137. 
A more thorough treatment can be found in: T.S.Lebra: Japanese Patterns of 
Behavior (Univ.Press of Hawaii, 1976). See also the previous footnote. 
x* 
Initially I preferred "collectivism" instead of "group-orientedness", but 
the former is too politically loaded to be appropriate. "Belongingness" 
goes a long way, but may cause confusion as it is extensively used with 
different connotations. At the same time "individualism" is also contami-
nated with improper connotations (such as diehard egotism), but I prefer 
it above other terms (such as selfdependency or selfsufficiency). 
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I decided to restrict myself exclusively to this essential difference be­
tween Japanese and Westerners, with the additional limitation that the 
empirical measure to be devised for the sake of this study should cover 
only working-life related subjects (in other words: manifestations of 
"group-orientedness versus individualism" in everyday working-life)*. 
In the course of my consultations, I was recommended the use of a 
particular form of question that forces the respondent to make a choice 
out of two possible alternatives. The professor concerned told me about 
quite satisfactory results he had obtained while using this type of ques­
tion in Japan. Acting on his recommendation and out of curiosity about 
its possible strength, I eventually adopted this kind of question. 
The following example is illustrative: 
With what sort of people do you prefer • I choose A 
to spend your leisure time? Q rather A than В 
A. With colleagues from my company. Q neither of these 
B. Not with colleages. Q] rather В than A 
D I choose В 
"Neither of these" constitutes the centrepoint of these choice possibilities. 
I preferred it above "both of these", because of the likelihood that "both 
of these" would too easily induce a respondent to choose the middle answer; 
especially so, since the choices presented usually would not cover all 
possible alternatives, nor would they by definition exclude each other. 
A risk of choosing "neither of these" is an artificially enhanced variance, 
since respondents are forced towards either one extreme. 
The second part of my questionnaire comprises 17 items; also these 
were ultimately chosen after the models pilot study mentioned below; here 
too we were faced with the impossibility of applying solid criteria for in­
clusion (even though some degree of "expert validity" surely can be claimed). 
ж 
This limitation was helpful in narrowing the scope of the study, but since 
"everyday working-life" still covers a vast range of different experiences 
and practices, no claim of unidimensionality is made. 
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My final questionnaire also included a third part (which I will not further 
deal with in this report): items designed to find out how much importance 
respondent attached to the topics being included in the first part (on 
"factfinding" and "satisfaction"). 
I have reluctantly decided to leave this "importance measurement" out of 
consideration here. Whereas the Japanese respondents gave meaningful answers 
in this part , their Dutch counterparts apparently thought things were quite 
satisfactory as they stood. Many Dutch just broke off answering the questions 
in part III, others said that everything was "very important", without 
differentiation at all so that a real comparison between Japan and Holland 
became impossible. The type of question asked was certainly partially 
accountable for this failure, presumably in addition to differences in 
perseverance levels between Japanese and Dutch. Since the "importance" 
questions were asked at the very end of my questionnaire, I shall venture 
to omit their further treatment from this point on: both other parts of my 
study had already been answered before the last (apparently disturbing) 
part came into the picture. 
Having thus developed several sets of items (116 factfinding-satisfaction 
items, including the general-satisfaction one; 21 "group-orientedness versus 
individualism" items; and 115 importance items, corresponding to the first 
set) which might be included in the final version of my questionnaire, 
I could finally start a pilot study to check on the quality of all these 
items. However, the very construction of these sets of items had taken 
much more time than anticipated, and my earlier optimism about the possi-
bility of such a pilot study had largely dissipated: during this particular 
* 
These answers actually were part of the material for my paper, presented 
during the XXth International Congress of Psychology, held in Tokyo, August 
1972. See the proceedings of this conference (published by the Science 
Council of Japan: University of Tokyo Press, 1974, page 307). 
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stage of the project, I was by no means sure whether my scholarship would 
indeed be extended, both timewise and moneywise. 
This being the case, I felt compelled to make do with no more than a rough 
sort of pilot study (one which I could conduct immediately and without 
great costs, thanks to friendly personnel officials of an electrical appli­
ances manufacturing plant in the Tokyo area): about 250 blue-collar workers 
were given my final selection of items (each individual person received 
only part of them), during an evening class at their company's training 
center. The participants were asked to answer all questions they were given 
(if at all possible), and to write any comments about any item, the type of 
question asked, or any other topic. Not being certain if I could afford to 
hire assistants, computer space, etc., nor if I could actually delay my 
main study much longer (I might be forced to return home empty-handed), 
I utilized the data obtained from this test sample only to eliminate items 
that would obviously not be appropriate for my study, in spite of my rig­
orous elimination efforts sofar. Thus, not being able to make my ultimate 
selection on the basis of an item analysis, my student-assistants and my­
self selected criteria such as: written comments as given by the respon­
dents, and a conspicuously high proportion of non-response for a certain 
item. 
Applying criteria such as these, we concluded first that the form chosen for 
the presentation of the items (both F.S. and G.I.) did not seem to cause 
any difficulties and could therefore be maintained. 
In the end, I retained 76 F.S. (factfinding-satisfaction) items* as 
being probably acceptable for my main study, plus the general-satisfaction 
item (described above); together, these 77 items would constitute the first 
section of my questionnaire (to be dealt with in Part III of the present 
book). In addition, I retained 17 G.I. (group-orientedness versus individ­
ualism) items which were to become the second section of my questionnaire 
(to be dealt with in Part II of the book). 
χ 
The same items were also retained for the "importance-part" of my study, 
which I shall not further elaborate upon in this book. 
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NOTE 1. The satisfaction-answer possibilities of the 76 normal items, as 
well as of the extra general-satisfaction item, include as middle choice 
"I don't care". This alternative was chosen mainly in the hope of forcing 
the respondents to make a clear statement in either direction. My pilot 
study did not reveal anything special about this answer. However, in hind-
sight, it might have been better not to include this particular choice 
possibility, since it seems to refer to at least two different dimensions; 
one being what I had intended: "I don't care that things are as I just said" 
(e.g. I don't care that my work often is quite tiring), the other being "I 
couldn't care less about this question (or this survey)". It seems that quite 
a few Japanese respondents have resorted to the latter sort of answering 
for quite a few items (as will become clear below). I was aware of this 
before conducting my study in Holland, but then decided to maintain the 
suspect answer choice in order not to jeopardize the comparability of 
Japanese and Dutch data to an extra degree. 
NOTE 2. All through the stage of item construction and final composition 
of the questionnaire to be used, I had to occupy myself with both the Jap-
anese and the Dutch versions, an immensely complicating factor in its own 
right. In other words: while selecting and formulating Japanese items 
(mostly via English as an intermediary), I had to be constantly aware of 
the feasibility of each item in the context of the Dutch language and 
industrial practice. 
1,3. Japanese versus Dutch versions: equivalence in focus. 
The textbooks rightly demand a rigid adherence to at least one principle 
governing international comparisons based on any type of questionnaire 
study: to make sure that all versions of the questionnaire involved are 
each other's equivalent to the maximum possible extent. Some go even so far 
as to prescribe an exact series of necessary checks and re-checks, to be 
followed whenever translation and equivalence are at issue. 
Indeed, one cannot be scrupulous enougn in one's efforts to pursue equiva-
x 
For example, see the contribution by Almond and Verba in: "Comparative 
Perspectives, Theories and Methods", edited by A.Etzioni and F.Dubow 
(Boston: Little, Brown and Company, 1970) pp. 349-364. 
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lence of different language versions of a certain instrument. But it seems 
a lot easier to state this principle than to bring it into actual practice, 
even if considering the purely language-related pitfalls only. Strictly speak-
ing, international comparisons based on questionnaires may never be 
absolutely reliable, if it were only because of different systems of con-
notations and thought processes behind the words. And to make matters worse: 
circumstances may make it hard for one to follow the recommended path of 
thorough checks and re-checks, so that one has to make do with less than 
water-tight guarantees for equivalence. But still, in spite of inherent 
shortcomings, even international comparison studies that rely heavily 
on verbal means, can produce quite valuable results, if only one is suffi-
ciently aware of the shortcomings concerned and willing to take them into 
account where necessary. 
To narrow down to the issue of translation and equivalence of the two 
language versions used in my project : individuals who may call themselves 
(totally) bilingual in Japanese and Dutch are very rare birds, indeed; 
and even if one were to succeed in locating such persons, one still might 
have trouble recruiting them for the sake of a rather arduous task as that 
of making sure that two versions of a certain questionnaire are equivalent; 
not to mention the possible lack of familiarity with the subject matter 
under study. 
I had to make use of English as a necessary go-between. I engaged in long 
and numerous discussions with a few Japanese whose English ability was 
outstanding. We would look at a certain item and ponder what exactly I 
wanted to cover with it; we would look for hidden meanings, connotations; 
in the end we would agree on the proper choice of Japanese terminology 
(and I would make notes for the sake of the Dutch version to be constructed 
later on). Thus the first Japanese version was wrought. As a second step I 
took this version to some others, bilingual in Japanese and in English 
(mostly Japanese nationals, but also a few Americans and Dutch), and asked 
them to translate from Japanese back into English. I took note of discrep-
* 
I will not include either version in this report; interested researchers 
are invited to contact me in order to obtain copies. 
** 
Again the name of Professor Takezawa has to be mentioned specifically, 
though many others were also extremely helpful. 
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ancies arising between the first and second English "versions", and made 
sure that in the end the Japanese text did not appear to allow for totally 
divergent back-translations. Any modifications suggested were taken up with 
those who had cooperated in making the first Japanese version, so that the 
final version carried the approval of all "major actors" involved. Most of 
those consulted were sufficiently familiar with work in industrial plants 
(at least theoretically so), not to be frightened away by the subject 
matter itself. 
While this process was evolving in Japan, I was not able to read much of 
my own Japanese questionnaire myself: quite a drawback during such a cru­
cial phase in the project! But by the time I returned to Holland to take 
up the construction of the Dutch language version, I was able to read the 
Japanese one to a satisfactory degree, which made work then easier. Natu­
rally, English was again a necessary go-between. I could make use of the 
notes I had jotted down as the Japanese version was being made, while I also 
could take into account what had been remarked by the Dutch involved in the 
final Japanese version. All this facilitated a repetition of the procedure 
followed in Japan to attain equivalence between the two language versions, 
be it that fewer people were involved in The Netherlands. Ironically, I 
feel I must admit that the Japanese version actually became better than the 
Dutch one, since my Dutch items seem to be put in a somewhat stiff or 
"official" language, certainly from the point of view of blue-collar re­
spondents; contrastingly, the Japanese version seems to be more down to 
earth**. 
χ 
One of the tragicomic results: some minor mixing up of items occurred at 
the printer's shop. I discovered this only after the first responded ques­
tionnaires had come in, and then it was too late to take corrective action. 
The Dutch version naturally maintained these unintended diversions (which 
will be identified further on, when I deal with each of the items concerned; 
at this point I have not yet introduced the a and β version of each language 
version: some items which I had intended to be included in a, ended up in 
6, and vice versa). 
xx 
This may be one of the factors why I obtained a lower response rate in Hol­
land than in Japan (as I will report a little further on). Taking into 
consideration that the level of formal school-education appears to be high­
er among blue-collar workers in large Japanese companies than among their 
counterparts in Holland, this may be the more regrettable. (For this com­
parison of education levels, see also: E.van Helvoort e.a.: "Werken in 
Japan" (Assen: Van Gorcum, 1975). 
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The ultimate question remains- Are the Japanese and Dutch language 
versions each other's equivalent or not7 Not totally so. At some points I 
have discovered weaknesses (which might have been avoided had a proper 
pilot study been conducted in Japan, or in Holland), and I will point these 
out later on, also there is the occasional lack of blue-collar jargon in the 
Dutch version. But on the whole I think the two versions are equivalent to 
an important degree. Being aware of certain weaknesses, I will try to take 
these into consideration when it comes to interpretation of the findings. 
I, 4. Administration of the questionnaire 
As one will recall from what was written sub 1,2, I had gathered a total of 
77 items for the first and largest part of my questionnaire: items probing 
into "factfinding" and "satisfaction', regarding personnel management prac­
tices and related satisfaction patterns*. Also, I had constructed 17 G.I. 
items (destined to measure differences on a supposedly existing dimension 
of group-onentedness vs individualism, relating to working-life). Finally, 
there were 76 "importance"-related items (not hereafter to be dealt with 
any more). 
Considering that the total number of items would be too much for an average 
respondent to digest, I decided to split the total pool into two separate 
versions (within each language version): α and β, to be administered to 
randomly chosen sub-samples (within each nation). All items in version α 
and g thus are different, except for the following items which I decided to 
keep identical to gain an insight into the reliability of the sampling 
methods and of the items themselves**: 
* 
One of these items, that on "general satisfaction" does not concern any sub­
jective perception of a personnel management practice (or "factfinding"), 
but purports to measure satisfaction in general, not related to any specific 
practice. 
** 
This also in view of the fact that no real pilot study and item analysis 
could take place before the main project was realized. 
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- all 17 G.I. items (part II of the questionnaire) 
- items 13 - 20 of part I (factfinding-satisfaction) 
- item 43 of part I: the "general satisfaction" item 
Note: I selected items 13-20 in a very simple manner: out of the total pool 
of factfinding-satisfaction items, I picked eight totally at random, and 
then decided these eight would become numbers 13 through 20 in version α 
and 0. After that I divided the remaining items over α and 8, according to 
the subject matter they were intended to represent. 
It should be explicitly noted at this point that, except for these identical 
items (i.e. nos 13-20 and 43 of part I on factfinding-satisfaction, plus 
all G.I. items in part II) N0 claim whatsoever is held that versions α and 
β would be each other's equivalents in any sense. Granted: corresponding 
numbers correspond roughly to the same personnel management category and 
will therefore be dealt with under the same subhead below; but these cate­
gories allow far too much leeway for any claim of equivalence to be justi­
fied. To illustrate: both the following items were classified sub "commu-
nications and complaints" (as well as sub Maslow's"social needs"category): 
a33: Does the group in which you work ever get together to discuss all 
sorts of things? 
β33: Is it easy to contact your boss while you are at work? 
In other words: I split the total item pool in such a way that each version 
would have the same number of items corresponding to each of the personnel 
management categories (which I had defined before), with the "serial number" 
of corresponding items relating to the same category of personnel manage­
ment, as well (e.g. αϊ and ßl both concern "physical working-conditions; 
аЗЗ and ß33 concern "communications and complaints"). That is where the 
similarity ends: for the rest, the split-up of the items occurred pretty 
much at random. 
χ 
Mostly also to the same Maslow-category, but, as I said, this aspect will 
not be further explored here; to some extent one finds a reference to it in 
my paper, presented during the XXth International Congress of Psychology, 
held in Tokyo, August 1972 (See the proceedings, published by the University 
of Tokyo Press, 1974, page 307). 
** 
In the final analysis, the original 11 categories of personnel management were 
reduced to 7, as I will explain further on. This subheading is one of the final 
7. 
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The following schematic overview shows how all items of the original pool 
were divided for the actual questionnaire administration: 
PART I : Factfinding and satisfaction PART II : G.I. 
unique common unique common common 
αϊ - α12 α21 " α42 
аВІЗ - οβ20 αβ43 αβί " αβ17 
gl - 812 β21 - e42 
Japan being an industrial giant with a broad variety of manufacturing 
enterprises in all sorts of sizes and fields; my introductions being of 
really outstanding level; and a general atmosphere of willingness to co­
operate with European researchers undoubtedly existing in this country; 
these and similar factors made it not too hard for me to localize and 
approach such companies as would fit into my set-up: large manufacturing 
plants, some of them in the metropolitan area, others in the relative 
countryside. I contacted in Japan only such firms as I knew were operating 
at a considerable scale in Holland too (I actually consulted repeatedly 
with Dutch representatives in Tokyo), hoping that I would succeed in ob­
taining cooperation in technologically more or less identical companies in 
both countries. I had every reason to be confident about the strength of 
my future introductions in Holland, provided no extraneous factors would 
come to spoil the picture. 
But they did. Whereas it had taken quite some effort to persuade some 
Japanese managements to participate in my study, in spite of tremendously 
growing union pressures they had to withstand during the serious labor 
shortages of the earlier 1970's, with some exceptions they did accept the 
risk and pledged cooperation; for refusals I could rather easily find 
replacements. However, the industrial scene of early 1973 made quite a few 
Dutch managements reluctant to grant me permission for research within 
their company, afraid as they were that such a study would cause only more 
headaches. Not surprisingly, then, but certainly to my disappointment, 
several crucial companies in Holland refused cooperation, with replacements 
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not being available. 
This way, one more pillar of my original research plan was undermined 
to quite an extent: I would not be able to match all companies in my 
Japanese sample with technologically comparable ones in The Netherlands. 
Moreover, I found out later, it was very difficult to find a department or 
plant in Holland engaged in exactly or approximately the same activity as 
my Japanese sample had been involved in, even if a Dutch company was will-
ing to cooperate in my study project. The postulate of technological equi-
valency thus proved only partly tenable, at best. However, it did not have 
to be totally discarded: the companies ultimately included in my study 
actually still display some comparability regarding technology, size and 
degree of urbanization; the Dutch firms in fact all have their counterparts 
in Japan, but two of the five Japanese firms did not have one in Holland. 
Yet, all in all, I do not believe the degree of comparability achieved will 
justify later analysis along lines of different technology. 
Below is a schematic outline about what sort of manufacturing-companies 
took part in my study, in both countries. It also offers an indication of 
the degree of urbanization of the area in which these companies are located. 
At the request of some participating managements, I cannot be any more 
specific about the companies involved. 




oi l refinery 
Japan 
1) 
Holland Degree of urbanization 
synthetic fibers yes 










relative countryside in both 
countries 
Japan: metropolis 
Holland: local city 
Japan: metropolis 
Holland: big city area 
local city 
local city 
1) In this Japanese plant, I also introduced 300 blue-collar women workers 
into my study. I reported some of the results in a separate publication, 
See "Hatarakigai no Kokusai Ch3sa: Nihon ni Oite no Chosa Hokuku"(An Intpr-
natioial Study of Motivation: Progress Report on the Japanese Part), in Romu-
kenkyu, vol.25, July 1972 (Tokyo, Nihon Romukenkyukai), pp. 20-34. 
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but will not deal with them in the present volume. 
2) In Holland, we conducted the study in 2 wharfs of the same company: 
one very big, the other of lesser size. 
In all companies under study, we first decided on the departments to be 
chosen, taking into consideration the sort of activities they were engaged 
in, the number of potential respondents, etc. We made sure that per company 
300 (or somewhat more) questionnaires could be distributed. Depending on 
the existing situation, either all workers in the selected department(s) 
were requested to cooperate, or a representative sample was made (using the 
alphabetical namelist; e.g., in a plant with + 950 blue collars we selected 
every third man out of the alphabetical administration to get 315 potential 
respondents). 
Versions α and β of the questionnaire were distributed evenly (but at ran­
dom: in plain envelopes, the first one containing a, the next one β, then 
a again, g again, etc.), without anyone being informed about the existence 
of 2 different versions at all. The respondents were instructed not to write 
their name anywhere; they were asked, however, to give a few personal data 
(such as their age bracket, marital status, schooling); finally they were 
requested to answer all questions on their own, without anyone interfering, 
and to return the answered questionnaires in the closed envelope. (All 
instructions were given in written form; the immediate superior usually 
distributed the envelopes and was to receive them back within a certain 
number of days). 
The response rate was high in Japan: out of slightly over 1550 copies 
handed out, about 1350 were returned, but of these a number had to be dis­
carded (e.g., those that were returned bianco, or only half answered), so 
that in the end a total of 1243 questionnaires could be scored for later 
analysis, a response rate of about 80 per cent. It should be added here, 
however, that the "I don't care" satisfaction answer was given with a high 
frequency by many Japanese: 1/4 or 1/3 of all Japanese giving this answer 
was not exceptional at all. Suspicion arises, therefore, that many Japanese 
-instead of plainly refusing to cooperate- chose this way to show their lack 
of interest. 
The response rate for the Dutch was lower: out of about 1280 copies dis­
tributed, in the end a total of 848 could be used for analysis, i.e. 
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a response rate of about 66 per cent , still quite respectable. The ratio 
of "I don't care" answers was far lower for the Dutch (usually below 10 
per cent), outright refusal apparently being far more common. 
All things being equal, one should expect about as many copies of 
version α to be returned as of version β, since equal quantities of both 
had been distributed at random. In both nations, however, we find that 
version β was returned at a slightly lower rate than version a, be it that 
this discrepancy as such was no cause for alarm· in the end, we could uti­
lize for analysis 626 α-versions and 617 3-versions filled in by the Jap­
anese, as compared with 435 α-versions and 413 з-versions for the Dutch. 
Some more problems arise when we look at the return rate over the age groups 
in each nation. One will recall that respondents were asked to indicate in 
which age-bracket they belonged at the time of our study, later we found 
that optimal numerical combinations could be obtained if both total samples 
were divided in a young group (up to age 25), a middle group (age 26-35), 
and an older group (age 36 and over). Below are the response rates per age 



























Out of the Japanese α-versions distributed, 80.1 per cent came back and 
could be used for analysis, the equivalent figure for the Japanese version 
ж 
With the notable exception of an oil refinery where only just about 10 per 
cent was returned; The data of this plant are not included here. It was 
suspected that the way our survey had been announced had ruffled not a few 
feathers. -Other data which I will not utilize here are the ones I obtained 
from "rank and file" white-collar employees of banks in Japan and Holland. 
Not only did part of the terminology used in the questionnaire not fit with 
"white-collar proletariat", I also felt that addition of the "white-collar" 
variable would complicate the interpretation of my results even further, 
and unnecessarily so. 
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ß was 79.6 per cent; for Dutch version α it was 69.9 per cent, and for в 
64.5 per cent. The return percentages for version β draw attention, espe­
cially in Holland, but more conspicuous is the age composition of those who 
returned their questionnaires in that same country. Relatively fewer Dutch 
middle-group members (age 26-35) returned version β than version a, while 
the oldest in Holland show the opposite picture. 
A chi-square calculation unfortunately reveals that this difference between 
the Dutch response-distributions for version α and β is significant at 
0.01 level (not in Japan). For one thing, I gained the impression (to be 
substantiated further on) that version e may have given cause for irritation, 
more so than a. But this does not help out here, since the oldestgroup dis­
plays a higher turn-out for the very same version β, which so many of the 
middle group had not filled in. Either one must suspect a high degree of 
unreliability of the Dutch questionnaire, notably version β, or -and I 
naturally prefer this- one must offer a plausible explanation for the dis­
crepancies found. It would take us into too much detail, already at this 
point to argue what the particular characteristics are that might explain 
the behavior of both groups; I wish to reserve the privilege of trying this 
to a number of later occasions, when quite a few items will reveal inter-
esting data about the groups concerned . 
One more point about the age composition: more than half of the Jap­
anese belong in the youngest age group (up to age 25), the percentage de­
creasing with rising age; this seems in conformity with reality: for the 
selection of my sample I had decided that only blue-collar workers without 
any formal leadership responsibility were to be included. With seniority 
still playing a dominant role in Japanese promotion practices, it is quite 
natural that the Japanese sample is to show a solid overrepresentation in 
the youngest layers. 
For the Dutch sample, the oldest group is far more dominant (seniority 
χ 
Very briefly: the middle Dutch group is usually least satisfied (and 
tolerant) for a variety of reasons, while the oldest are usually less dis­
satisfied, for other reasons. I presume that certain less attractive points 
of version ß have induced the less patient middle Dutch group to get more 
irritated. However, this leaves unexplained why the response rate for the 
oldest Dutch is even higher for version β than for version a. 
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does not play a comparable role for Dutch promotion practices as in Japan); 
Dutch personnel officials who participated in the study confirmed that the 
return rate was no doubt highest among the older groups (even though not 
to such an extent that severe distortions would have crept into our find­
ings); it is again the middle group (age 26-35) that draws most attention 
because of a low response rate, notably in version β (as we saw before) . 
9i_í!]§_5C9!2ÍD9 
After the questionnaires had been returned, the answers were scored accord-
ing to a very simple coding principle; in all cases the answers were given 
codes 1 through 5 from the top down. For illustration, I add the score codes 
to each of the answer alternatives in this example: 
Is your work usually very tiring? How do you feel about this? 
1 D no, almost never 1 Q very content 
2 D not so often 2 Q content 
3 D sometimes 3 D I don't care 
4 Q quite often 4 D not so content 
5 Q yes, always 5 О very discontent 
In the case of the (right-hand side) satisfaction answers, this means that 
code 1 always stands for "very content" and code 5 for "very discontent", 
The middle satisfaction-answer possibility (coded 3) may cause difficulty: 
it says "I don't care", but may occasionally have been chosen instead of 
"I can't say" or "I don't want to answer"; and a group average around this 
value (close to 3.0) will require special caution. 
In the case of the (left-hand side) factfinding answers, one must time and 
again refer back to the answer categories actually presented, to be able 
* 
Because of my promise to withhold all information that might possibly reveal 
which companies were involved, I cannot be more explicit here about the 
exact demographic characteristics of the original samples; the above state­
ments, however summary, contain the most essential information anyway. 
Note that I do not split up according to the sort of company (technologic­
ally speaking): as I argued before, the principle of technological com­
parability could not be kept up to a sufficient extent to warrant such an 
analysis. 
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to interpret the codes 1-5. 
In the case of the G.I. items (part II: group-onentedness versus individ­
ualism), code 1 always stands for "I choose A" and code 5 for "I choose B", 
whatever A or В mean in each particular case; also here, the 3-coded middle 
answer may require special care, especially where group averages are con­
cerned. 
As I said sub I,4,b, respondents were asked to provide some personal data, 
such as their age-bracket, marital status and schooling. Also these data 
were given a mainly numerical code; however, since I have decided to use 
none of them except the age bracket, I will not go into any further detail 
on these data . One important personal data, naturally, concerned the 
nationality of the respondent. 
I, 5. Analysis of the research data 
When we set out in our efforts to analyze the data obtained, we made the 
following plan of action. First we would look into existing group differ­
ences: dividing the data along the lines of nation and age groups, it was 
to be expected that differences would be found. vJe set as our first target 
« 
Data as "marital status" tended largely to run parallel with age; other data 
did not provide enough variance (e.g. in Japan everyone professed to be a 
member of a union), or turned out to contain such a load of small deviations 
around a similar data (e.g. schooling: mostly not very different, but indeed 
a great variety of typifications being given) that a simple code system 
promised to be a risky affair. Since all respondents were male blue-collar 
workers in large manufacturing compames in Japan or Holland, I decided that 
"age" would be sufficient as a basis for analysis. 
** 
A great number of people have tried to assist me in my efforts to make sta­
tistical sense out of my material. Without doubt, however, I owe most to 
Prof.Hiroshi Ikeda and his assistants at the time: Jun Nagamatsu and Tadashi 
Imaizumi, all of Rikkyo University in Tokyo, whose enormous expertise, time 
and energy were spent in an all-out effort to bring structure in my material. 
The fact that -statistically speaking- the outcome is rather disappointing 
in the end, certainly cannot be blamed on these gentlemen, whom I want to 
thank sincerely, once more. - In Appendix С one may find a selection from 
those publications which were consulted in our efforts to bring more clarity 
into our data by means of statistical analysis procedures. 
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to find out which itemswould reveal significant differences, and if so, in 
what pattern. (Also the absence of differences for certain items, we thought 
might contain relevant information). As the quantity of my data was over­
whelming, we set as our second target to investigate the possible existence 
of common structure; in other words, rather than looking into the unique 
characteristics of national and age groups, we would focus upon the vari­
ation the data had in common. But, this second approach did not work out 
as we had hoped. In fact, the results remained too meagre to .iustifv 




After having scored all the answers given by the respondents (as described 
sub I,4,c), we first took the following steps, separately for the fact­
finding-,the satisfaction-and the G.I. answers: 
- for every item a frequency table was made of answers 1 through 5 (plus 
non-response) per nation (Japan - Holland) and per age group (youngest: 
up to age 25 - middle: age 26-35 - oldest: age 36 and over; it will be 
recalled that this subdivision was made after we had made a tabulation 
of the age levels in both nation-samples, see sub I,4,b). 
- for every item the relative frequency, as expressed in percentages, was 
calculated for each answer alternative (scored 1-5), again per nation and 
per age group. 
- for every item, the mean score and standard deviation were calculated for 
both total samples (Japan - Holland), and for each of the three age groups 
per nation. 
- for every item, chi-square values were computed to establish if there were 
any significant differences between the frequency distributions per age 
group (within each nation separately)· 
- for every item, a t-test was performed to establish whether the differ­
ence between the mean values of both total samples (Japan - Holland) 
* 
In the tables of part II and III of this book the percentages of answer 
alternatives 1 and 2, as well as 4 and 5, will be taken together, mainly 
for space reasons. 
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was significant. 
- similarly, for every item a t-test was performed to establish whether 
the difference between the mean values of any pair of age groups was 
significant . 
Once more: these tabulations and calculations were made for both the fact-
finding and the satisfaction answers for all items in part I, plus for all 
G.I. answers in part II (of course for version a and 0). Without any addi-
tional computations, these data already offered a wealth of information, 
whose interpretation would no doubt present a major task. In fact, virtu-
ally the total remainder of the present book purports to do just that, 
indeed relying on little more than these rather simple first steps. For 
that reason I will not go into any further detail at this point: the data 
obtained via the above steps will be dealt with extensively in Parts II 
and III. 
b¿_An§!¿sis_of_yariance¿_age_and_nation 
Subdividing all data according to the nation variable seemed a necessary 
condition for any analysis to make sense. Similarly, it was felt from the 
beginning that also the age variable would be accountable for a substantial 
proportion of the variance in the data obtained. To verify to what extent 
such was true and to obtain an insight into the possible interaction of 
these two variables over the items, we performed a 2-way analysis of 
variance over the satisfaction and the G.I. data * 
For this purpose we randomly selected 50 respondents from each of the 
three age groups in each nation. Table 1 summarizes the outcome of this 
analysis for the satisfaction data, while table 2 does the same for the 
* 
In the tables of part II and III,I will only indicate significant differ-
ences between age groups within the same nation; however, the comparison 
between both totals will also be given. 
** 
Note: the "factfinding" responses of part I have not been taken into consid-
eration, as the "satisfaction" replies were thought to be most revealing, 
both of perceptions about personnel management and related patterns of 
satisfaction;moreover,due to the very nature of the questions asked, there 




























«* means ρ < 0.01 






































































































































































1) The F-value stands for: identified source of variance (e.g., nation). 
error variance 
The test indicates to what extent this F-value reaches sianificance. 
2) Items 13-20 are identical in both versions; so is item 43 ("general 
satisfaction"). 










































































































































































































1) of Table 2. 
The F-value stands for: identified source of^ariance (e.g. nation) 
error variance 









































x* means ρ < 0 





































































































































































































Table 1 reveals that the nation variable indeed is responsible for much of the 
variance in the satisfaction data obtained; the age variable and the inter­
action between nation and age account for part of the variance, but to a 
far lesser extent than the nation variable (both in version α and in version 
β). Yet, on a relatively large number of items the contribution of any of 
these variables (nation, age and their interaction) fails to reach any sig­
nificance. Table 2 shows a comparable result concerning the nation and age 
variables, but their interaction apparently plays a far smaller role here. 
It may be recalled that versions α and β were not supposed to be each other's 
equivalents. One could hold that I actually performed 2 different studies, 
using 2 different questionnaires and involving 2 different samples in both 
nations (drawn at random from the same population). However, those 2 stud­
ies did deal with basically the same subject matter, at exactly the same 
place and time (in each nation). 
Yet, in order "to gain an insight in the reliability of the sampling 
methods and of the items themselves" (see sub 1,4,a), I decided to keep a 
number of items identical in both versions: all 17 G.I. items of part II; 
items 13 " 20 of part I (factfinding-satisfaction) and item 43 of part I 
(the "general satisfaction" item). 
We decided to perform a 3-way analysis of variance, focussing on the 
variables version, nation and age, in order to establish whether the version 
(a or 0) in itself could explain part of the variance in our data. It goes 
without saying that for this purpose only the "common" items can provide 
useful information. The very same data can also provide an indication about 
the reliability of the sampling methods and of the items themselves. 
We followed a similar procedure as with the 2-way analysis: for each 
age group in each nation we again randomly selected 50 respondents and 
ж 
In fact, this procedure was followed 4 times, but since the results were 

































































































; ** means ρ < 
* means ρ <_ 






































1) I.e., those variables which were identical in version α and β. 
2) The F-value stands for: identified source of variance (e.g. nation) 
The test indicates to what extent this F-value reaches significance. 
TABLE 4 
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1) F-value stands for: Ídent i e f i e d source'of,variance (e.g., nation)
 T h ^ s t ; ïQ
'
uc
 эиш.иэ ν error variance 
indicates to what extent this F-value reaches significance. 
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subjected their answers to our analysis . Table 3 summarizes the outcome 
for the data obtained via the "common" satisfaction-items, and table 4 
does te same for the G.I. data. 
Both tables reveal nation to be a rather important contributor to the vari-
ance in our data; age also has some weight, and so does the interaction 
between nation and age (maybe slightly more than in the previous tables; for 
the rest, it seems that these findings are largely in line with those of the 
2-way analysis, barring some fluctuations due to sampling procedures). 
However, just about nowhere does version come out as contributing signifi-
cantly to the variance. The only exception is G.I. item no.l, where a 
significance level of 5 per cent is reached (but this was n£t the case in 
the 3 parallel samples, so one may doubt the value of this finding ). 
These results, notably the finding that the version variable is to be 
virtually neglected when one has to find explanations for variance obtained 
with the "common" variables, seem to indicate that these items, as well as 
the sampling methods utilized in the project itself, probably are not too 
unreliable, at least many of them. In as much as these items were original-
ly selected at random, one may hope that a reasonable degree of reliability 
is contained in the other (unique) variables as well. 
^¿_Qt!]eC.§ff9!rÍ§.EÍ_§Dil^EÍ5.ÍD9ÍEbl¿_a_grincigal_comgonents_analysis] 
In addition to the various analysis of variance exercises, we also tried 
to gain more insight in our data by means of a number of divergent methods. 
However, with the exception of the principal-components analysis, all our 
efforts failed to produce much usable information, let alone new insights, 
and for this reason I will omit ample description here. 
* 
Also here, we repeated this analysis 4 times; the results being basically 
identical (in spite of fluctuations due to the rather small number of 
persons chosen), I again present only one set of results. 
x* 
Noting that the F-value for the version variable gradually decreases when 
the numerical order proceeds, one may wonder if the slightly higher values 
for first few items are not rather due to the preceding items (unique, 
i.e. different in α and β). This would mean that the context in which the 
common items were presented would be of influence. 
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- Principal-components analysis. 
Both the corsstabulation and the analysis of variance revealed that nation 
differences are large for quite a feu items, while also age differences 
obtain sizable weight at several items (be it less than nation). Individual 
differences, reversely, turned out to carry rather little relevance. It 
may therefore be justified (we argued) to take mean values as representa­
tive for all data, when trying to find out what proportion of the existing 
variance exactly is covered by nation and age differences. 
Taking the G.I. and satisfaction data separately, we calculated the mean 
values per item for each of the age groups in both nations; then we estimated 
the common variation between the groups (thus not over the items!) by per­
forming a principal-components analysis (the covariance matrix decomposition 
method)*. 
Briefly stated, we applied the following model to reach that purpose. 
xij· = P Ni- Nj + P Ai- Aj + Ρ ( Ν Χ Α )
Γ
( Ν Χ Α ) . . + е
і0. 
where χ··: the mean value for group j on item i. 
PN-: the "nation" principal component as inherent in item i (a 
"potential score" for each item on this component). 
PA.: the "age" principal component as inherent in item i (same). 
P(NxA).: the "interaction between nation and age" principal component 
as inherent in item i (same). 
N·: the weight of the "nation" principal component as inherent in 
group j. 
A·: same for the "age" component. 
(NxA),: same for the "interaction between nation and age" component. 
e·.: error. 
The proportion of the total variance covered by each of the dimensions (com-
2 2 2 
ponents) found can be calculated by expressing ςΝ- , ςΑ. , and z(NxA) i 
respectively in terms of percentages of the total variance (= 100%). 
* 
See the reference to the work of Overall and Klett, as well as that of 
Morrison, in Appendix C. - Note: I offer here only the solutions for the 
data concerning version a, those for g being quite similar. 
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Figure 1-1 presents a 2-dimensional solution for the G.I. data of version a, 
and figure 1-2 shows a plotting of the principal-component value for each 
of the 17 items (on these 2 dimensions. Similarly, figure 2-1 offers dimen­
sions I and II for the job satisfaction data of version a, and figure 2-3 
dimensions I and III for the same, while figures 2-2 and 2-4 show a graphical 
plotting of the principal-component value for 28 of the 43 job satisfaction 
items (the remainder for the sake of space and clarity not being presented 
here), on the dimensions I-II and I-III respectively. 
- Interpretation of the G.I. data (figures 1-1 and 1-2). 
Dimension I is interpreted as representing the nation difference, and 
dimension II the age difference. It appears (be it only slightly so), that 
the middle Japanese group (J2) is most "Japanese-like", and its counterpart 
H2 most "Dutch-like" (see dimension I, figure 1-1). Similarly (see dimension 
II in the same figure), it appears that the age variable - while present in 
the Japanese sample - no doubt is most discriminatory within the Dutch sample, 
with the youngest and oldest being farthest apart. Looking at figure 1-2, 
one may find that such items as G.I. 1, G.I. 14, G.I. 4, G.I. 5, and G.I. 6 
are among the items most clearly affected by the "nation" variable (dimension 
I); "age" comes out less clearly, but it appears that items G.I. 17 and 
G.I. 15 are among the ones more clearly affected by this variable (dimension 
II). The proportion of the total variance covered by these 2 dimensions is 
96 percent (ΣΝ,2 = 34.95 and ΣΑ-2 = 2.22). 
J J 
The "interaction of nation and age" component is of little influence with 
the G.I. items (as was also found in the analysis of variance). 
- Interpretation of the satisfaction data (figures 2-1, 2-2, 2-3, and 2-4). 
Dimension I again is interpreted as representing the nation difference; 
dimension III probably stands for the age difference, while dimension II is 
interpreted as representing the interaction between nation and age. The 
proportion of the total variance covered by these 3 dimensions is about 95 
percent (ςΝ. 2 = 17.20; ΣΑ· 2 = 3.03, and ς(ΝΧΑ). 2 = 2.74). 
As was the case for the G.I. data, the Japanese age groups tend to cluster 
closely together in their"Japanese-ness", whereas among the Dutch the 
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Fig. 1-1 and 1-2: G.I. data (α) 
items 
•ж. 




 > .Iff 
ν) .2« •20 
Fig. 2-1 and 2-2: satisfaction data (a) 
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Fig. 2-3 and 2-4: satisfaction data (α) 
Note: 
Jl and HI: youngest age groups in Japan and Holland (age up to 25) 
J2 and H2: middle age groups, age 26-35 
J3 and H3: oldest age groups, age 36 and over 
JT and HT: total Japanese and Dutch samples 
•¡8 
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the differences do not appear large). On the age-dimension (III), we again 
see that among the Dutch "age" seems to play a more discriminatory role 
than among the Japanese (though its effect can be seen there also). As far 
as the items are concerned (figures 2-2 and 2-4): on dimension I (nation) 
such items as nos. 18, 33, 34, 20, 37, 43, 42, and 3 are conspicuous (i.e., 
they discriminate clearly among the nations, as will also be observed below 
in Part III). Again the age variable (dimension III) proves to be less 
potent, though items such as nos. 18, 41, 12, 15, 7, and 29 draw attention. 
Also the interaction dimension (II) seems not very strong, though some 
items such as nos. 36, 8, 39, 16, 21, 33, and 43 do stand out to some 
extent (again: this will once more be observed in Part III). 
Note 1. Because of the similarities between the techniques applied, it 
should not be too surprising for one to find that the outcome of the prin­
cipal-components analysis resembles that of the analyses of variance. The 
former offers an additional advantage, though, in that an estimate of the 
relative magnitude of the nation and age differences can be readily ob­
tained from figures 1-2, 2-2, and 2-4. 
Note 2. The above data concern only version a. Since the solutions for 
version β are quite similar, I choose to limit myself to what was presented 
sofar. 
- A search for common structure: factor analysis and other techniques. 
In addition to the previously mentioned methods which all had in common 
that they focussed upon differences between the data sets obtained, we 
resolved to look for common structure that might possibly exist. Thoug we 
tried to find such a common structure in a variety of ways, we actually 
failed in our pursuits. 
For example, we tried a principal factor analysis (geomax rotation method) 
over the 6 age groups and the 2 total samples, on several sets of items 
(for G.I. and satisfaction separately, and later combined), for version α 
and for version β. But to little avail: time and again we obtained a huge 
ж 
See the reference to the work of Kashiwagi in Appendix С 
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general factor encompassing a large majority of the items included for 
analysis; any additional factors as were produced turned out to be of little 
relevance, if not in a statistical sense, certainly as far as their practi­
cal value was concerned. In other words, by means of the principal factor 
analysis method we failed to obtain any results worth mentioning, much to 
our regret. Neither did we gain any extra insights from the application of 
other nonmetric methods of analysis, such as the INDSCAL (Individual 
Difference Scaling) and CANDECOMP (Canonical Decomposition) techniques. 
What is the cause of this failure to obtain any feasible results beyond the 
level of simple crosstabulation and analysis of variance? I do not think 
I can present a totally satisfactory explanation, but at least want to 
offer some considerations. 
- A source of error may have been the choice of the middle answer alterna­
tives in the satisfaction ("I don't care") and G.I. ("neither of these") 
parts; both alternatives (even though in totally different ways) fail to 
constitute a true middle point in the sequence of their respective con­
comitant answer alternatives. It is difficult to visualize what has been 
the impact of the existence of both middle alternatives; that is also why 
we felt it might be risky to just neglect them (e.g. scoring them as 0 
in a sequence like +2, +1, 0, -1, -2), or to score them any other way. 
- There is likely to be a gap between any linear model (such as the factor 
analytical one) and the not-so-linear reality of "group-orientedness v.s. 
individualism", or "job satisfaction as related to personnel management". 
This is another way of saying that living reality often is very hard to 
capture in linear statistical models, except when relatively small por­
tions are lifted out for careful scrutiny. E.g., if instead of the total 
* 
See the references to the work of Carroll in Appendix С - Application of 
the techniques was discussed at the 4th meeting of the Japan Behaviormetric 
Society (Tokyo, 1976); here the consensus seemed to be that techniques such 
as mine may be interesting also for analysis in international comparative 
studies, and though my data did not produce useful results, at least one 
observer was reminded of the old saying: "The operation was successful, 
though the patient did not survive". - See also: The Japanese Journal of 
Behaviormetrics, Vol.4, no.2, March 1977, pp. 104-105. 
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field of personnel management practices (in a broad sense, including 
union relations and other more "remote" topics), I had chosen, say, com-
plaint handling, or monthly renuneration, or relations between union 
representatives and the rank-and-file, I might have had a better chance 
for linear models to produce results. 
To continue in a comparable vein, but more specifically: I even failed 
to find a direct link between G.I. and satisfaction, a relation which I 
had initially expected to be rather easily proven by statistical means. 
However, "group-orientedness v.s. individualism" covers a worldwide scope 
of attitudes, behavior, institutions, and what not, even if one limits 
attention to everyday working-life (as I tried to); and "job satisfaction 
as related to personnel management" similarly covers a tremendously broad 
area, with grossly differing actual practices interwoven with private 
perceptions of reality and attitudes. Indeed, in hind-sight, it is very 
unlikely for one to find any straightforward (cor)relation between one 
and the other; if such a direct linear link were to be established, one 
might, as an exaggerated example, expect that a total sample scoring high 
on the "G" of "G.I." should be satisfied with personnel management prac-
tices whatever they are, or at least more so than a sample scoring low 
on the same, irrespective of what those practices actually stand for; or 
the other way around; but such an assumption is obviously untenable. In 
reality, we have a number of more and less group-oriented people reacting 
to a widely varying array of personnel management practices from their 
own point-of-view, as compared to a number of more and less indi-
vidualism-oriented people reacting to a totally different, but also wide-
ly varying, array of personnel management practices from their own point-
of-view. Even the conventional statistical measures for non-linear corre-
lation do not seem sufficient to bring relief in this predicament, except 
on the incidental basis of a few specific items (unlikely to reveal any 
consistent pattern in the total of all data obtained). Seen from this 
angle, then, the following snould come as no surprise (this for the sake 
of mere illustration): we noticed low correlations between the G.I. an-
swers and the satisfaction scores of the total Japanese sample, even 
though some correlations did exist between G.I. replies, or between 
satisfaction-answer patterns. Now, suspecting that the quite high pro-
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porti on of "I don't care" answers (such as we found for many Japanese 
respondents) was likely to obscure the essence of our findings, we de-
cided to eliminate from scrutiny all those who had chosen this "I don't 
care" in one third of their satisfaction responses, or more. As a result 
we saw a dramatic improvement in the correlations between the satisfac-
tion answers, but no change worth noticing among the G.I. replies. This 
I take as an indication that no straightforward link exists between "G.I." 
and "personnel-management-related satisfaction". 
A Japanese frend, well-versed in advanced statistics and their practical 
application in social sciences, once put it like this (off-the-record): 
"Your material is not necessarily unreliable or bad, at least, not too 
much so: we just can't catch it with our tools. Now, that does not mean 
that our methods are poor either: we are just working on totally different 
planes. I think you may make more sense in a practical way, we more at a 
theoretical, maybe slightly elevated, level. It is just that we cannot 
make a clear link between our results. Maybe later?" Of course I am only 
too eager to go along with such a statement. That is why I will continue, 
trying to "make more sense in a practical way", after having found out 
that more advanced statistical techniques fail to evoke more meaning from 
my data*. 
* 
Whetehill and Takezawa, in fact, faced similar problems, in spite of thorough 
preparation and demonstrated ability in the field of methodology (e.g., 
see their 1968 publication as mentioned in Appendix B). To no little extent, 
it was exactly this experience that induced me to refrain from very clear-
cut hypothesis-definition, and instead rather to commit my efforts to an 
explorative, data-gathering sort of study. 
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PART II 
CROSSTABULATION RESULTS: GROUP-ORIENTEDNESS versus lilDIVIDUALISil ( . G . I . ) 
II, 1. Introduction 
If asked to point out the main difference between Japan and Western soci­
eties, no doubt the large majority of experts would somehow come up with 
a reference to the importance of the group in Japan, as compared with the 
greater emphasis on the individual in the West. Many different expressions 
might be used, but everyone certainly would agree on the central issue; 
in the words of psychiatrist Takeo Doi: "Generally speaking, the Japanese 
like group action. It is extremely difficult for a Japanese to transcend the 
group and act independently. The reason would seem to be that a Japanese 
feels vaguely that it is treacherous to act on his own without considering 
the group to which he belongs, and feels ashamed, even, at doing something 
on his own"** 
Takie Sugiama Lebra puts it this way: " the Japanese are extremely 
sensitive to and concerned about social interaction and relationships". 
And elsewhere she says: " the individual Japanese is not a self-suffi­
cient, autonomous whole but a fraction constituting a part of the whole. 
Belongingness is a necessary basis for establishing identity. The unit of 
action, then, is the group rather than the individual". 
I have chosen for the terminology "group-orientedness" versus 
"individualism" (cf. sub I,2,b). In short, this group-orientedness of the 
* 
In the last chapter of this book I will give additional coverage to the 
same subject. 
ж* 
Taken from: Takeo Doi: The Anatomy of Dependence (Tokyo etc. : Kodansha 
International Ltd., 1973), p.54. 
*** 
T.S.Lebra: Japanese Patterns of Behavior (Honolulu: Uni v.Press of Hawaii, 
1976), p.2 and 105. The present section will remind the reader of the ideas 
of David Riesman; to some extent I can go along with their application to 
Japanese society, but "inner-and other-directedness" just does not seem 
sufficient to explain Japanese behavior. Lebra (p.3) notes the same, saying 
that what she calls "social preoccupation" differs from Riesman's "other 
directed", "which is used in a much narrower sense". 
-45-
Japanese may be described as an inclination among Japanese individuals to 
attach great value to being a member of one important group, to more or less 
neglect individual interests if those of the group are felt to be at stake, 
and to heavily depend on the group for satisfaction of one's most important 
needs. Contrastingly, Western societies are thought to foster more indi-
vidualistic tendencies. The West European, even though being a member of a 
range of groups, will be inclined to ni ve preference to his private inter-
ests over those of any of those groups, and to be more "self sufficient" 
or independent when it comes to personal development and need satisfaction. 
Takeo Doi refers to the concept of "amae" as essential for an under-
standing of Japanese psychology. This "amae" refers to a deeply felt need 
of the Japanese to "be treated warmly", to "be cuddled", to be included in 
a sympathetic and understanding environment; an urge to be enwrapped in the 
protection of a certain group (or relevant individual) from which security, 
predictability and warmth can be gained. Doi admits that this need is also 
generally extant in western societies, i.e. during infancy and early child-
hood years, but -he adds- it is only in Japan that this amae is considered 
to be normal for adults as well. 
Chie Nakane stresses the importance of vertical relations, notably a 
strong emotional attachment between a superior and a subordinate, exceed-
ing in relevance any ties existing between group members of comparable 
level. To put the theories of Doi and Nakane together: Japanese adults tend 
to satisfy their amae need through strong personal ties with superiors (or 
subordinates) rather than with immediate peers, also in industry. This 
means, that on the one hand a Japanese must be a member of a relevant group 
(e.g. a company, or one of its constituent units), but that most satisfac-
tion is to be derived from vertical relations within this group. Nakane 
* 
"In Europe and America individualism is nurtured, that is, the part of the 
individual is clarified to avoid a conflict of human relations and indi-
vidual virtue is separated from that of others if we presume that virtue is 
activities. On the other hand, in Japan where individualism has not develop-
ed on the scale as in Western countries, there is a tendency to do a job in 
the unity of group, that is groupism is strong. As individuals cannot do 
their jobs without assistance of others, group behavior is preferable in 
Japan". Quoted from M.Murayama's article in Sophia Economic Review, Vol. 
XIX, 2-3, March 1973, p.85. 
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puts it like this: "The vertical relation in Japan becomes the actu-
ating principle in creating cohesion among group members. Because of the 
overwhelming ascendancy of this vertical orientation, even a set of indi-
viduals sharing identical qualifications tend to create a difference among 
themselves. As this is reinforced, an amazingly delicate and intricate 
system of ranking takes shape". Apart from this ranking, she says else-
where, "the characteristics of Japanese enterprise as a social group are, 
first, that the group is itself family-like and, second, that it pervades 
even the private lives of its employees " 
Exclusive identification with the goals and interests of one's company 
are a dire necessity, often unreflected priority being given to company 
interests over one's own: "Concern for belongingness urges the individual 
to contribute to the group goal at the expense of his personal interest". 
But then, if the interest or goal of the group "overrides individual 
interest, it also overrides the interests of other groups unless a coali-
tion is formed Company employees are aware of the keen competition 
between companies and try to ensure that their own company wins over other 
companies". In this connection, sometimes mention is made of collective 
or group-egotism (totally acceptable) as contrasted with individual egotism 
(totally rejectable). Competition, often resulting in blunt ruthlessness, 
thus seems to be one of the passkeys for understanding Japanese behavior. 
Those with whom one does not have any sort of special relation (on account 
of belonging to the same unit; or on account of ceremonial ties, often in 
view of a shared goal, like in a seller-buyer situation) can be treated 
without any extra consideration which often leads to quite rude behavior 
in situations where anonymity prevails. Chie Nakane makes following ob-
servations: "The consciousness of 'them' and 'us' is strengthened and 
aggravated to the point that extreme contrasts in human relations can 
develop in the same society, and anyone outside 'our' people ceases to be 
human. Ridiculous situations occur, such as that of the man who will shove 
a stranger out of the way to take an empty seat, but will then, no matter 
* 
Chie Nakane: Japanese Society (Berkeley and Los Angeles: University of 
California Press, 1970), p.25 and 19. 
** 
T.S.Lebra, op.cit., p.34 and 35. 
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how tired he is, give up the seat to someone he knows, particularly if 
that someone is a superior in his company." Finally it should be added 
here that competitiveness evaporates as soon as an outside force is per-
ceived as threatening a common interest of two groups that were sofar 
engaged in a deadly competition struggle. In the end this implies indeed 
the existence of the overquoted "Japan Incorporated", as soon as inter-
national relations gain weight; this is the area of international competi-
tion where "collective egotism flourishes most uninhibitedly ", often in 
collusion with, or inspired by, leading government circles; no doubt a 
diehard "collective egotism" of a magnitude apparently defying the imagi-
nation and concepts of decency existing in most other capitals in the 
world. 
I would be inclined to go on quoting sources on the Japanese psychol-
ogical make-up, but would thereby overshoot my target. Thus I limit myself 
to what was written sofar, hoping that the particular relevance and dire 
necessity of group membership has somehow been made sufficiently clear; 
hereafter we will come across several points where the above rather general 
statements are more distinctly linked to practices in everyday working-
life. 
It is one of the major postulates of this study that -in contrast to 
most Japanese- most Dutch display a tendency to behave as individualists, 
also when they happen to be in a group. Whereas the overriding importance 
or loyalty to his group seems to prohibit a Japanese employee from easily 
quitting his company, a Dutch employee can feel free to do so: identifica-
* 
Chie Nakane: Japanese Society (Pelican Books, revised edition, 1974), p.24. 
** 
T.S. Lebra, op.cit., p.35. Many Japanese were sincerely surprised about 
the indignation (repeatedly demonstrated in the 1970's in Western nations) 
regarding the huge trade imbalances existing (cf. the so-called Nixon 
shocks and the troubles arising in 1977). In their eyes nothing unusual 
had taken place, as the international activity was a direct continuation 
of practices within Japan; moreover: had not a number of Western nations 
behaved in at least as blatant ways, years or even centuries earlier? 
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ti on wi'th the company normally is not very strong in Holland*. On the other 
hand, the impact of ranking seems to be far less in Dutch society than in 
Japan, with as one of the consequences that loyalty and friendship with 
colleagues of one's own level easily develops in Holland, even to the extent 
that peer-group loyalty takes clear priority over loyalty towards the com-
pany, something which is definitely rare in Japan** 
One of the misconceptions in Japan about "individualism" is that it is 
virtually identical with egocentrism. Admittedly, individualists may be 
diehard egotists, but this is certainly not necessarily the case. (Actually, 
one may wonder if child-rearing practices in individualism-oriented societies 
do not confront a child more explicitly, and at an earlier stage, with "the 
other" as an entity to be respected and accounted with, than does a society 
like Japan where the mother tends to ward off disturbing elements from 
around her child). Reversely, there is the outright rudeness or aggressive 
indifference which seem to characterize the behavior of so many Japanese in 
situations where anonymity prevails. It would be as incorrect to equalize 
"group-orientedness" with "social-mindedness", as it would be to put a 
direct link between individualism and egotism. 
The above descriptions are extremely crude, of necessity so. Naturally, 
one finds group-orientedness in West-European societies, while individual-
istic tendencies can be rather easily spotted in Japan. But no doubt, group-
orientedness is certainly dominant in Japan (in spite of exceptions and 
undeniable trends towards a somewhat more individualism-oriented so-
ciety, especially among the young), while in comparison with Japan, West-
European nations display a pattern in which individualistic tendencies are 
clearly prevalent (in spite of recent trends to pay more attention to group 
relations, living in groups, etc.). 
I am aware of existing statistical evidence to the contrary; however, it is 
my distinct impression that -during the period covered by these data-
turnover in the areas concerned tended to be low because the total geo-
graphic regions were economically depressed; there was no real alternative, 
except moving to a rather faraway area where alternative employment was 
amply available (certainly this was the case for the older employees). 
** 
cfr. also Lebra, op.cit., p.77. 
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ii, 2. Something about the choice of G.I. items and their presentation 
In total I compiled 17 items with the purpose to obtain some empirical 
evidence about (part of) the above statements (see also sub 1,2,b). Since 
this total study was designed to fit a variety of aspects of everyday work­
ing-life, I decided to take only items that would represent the group-
orientedness versus individualism (G.I.) distinction in working-life. Their 
selection was rather arbitrary, though "Japanese Society" of Chie Nakane 
served as a major source of inspiration. Most of these items somehow center 
on a choice between company priority versus self-priority. 
The presentation of the items: below the 17 G.I. items will be presented 
one by one, and the major results will be given in separate tables, with 
some comments. For the sake of a proper understanding of these data, the 
following points should be kept in mind: 
1. In the first 8 items the Α-pole stands for what I supposed would repre­
sent "group-orientedness", and the B-pole for "individualism" (nos. 1-2-
3-4-6-11-15-16); in the then remaining items (nos. 7-5-8-9-10-12-13-14-
17) the opposite is the case. 
2. The answer alternatives are not necessarily mutually exclusive, respon­
dents could imagine choosing both poles at the same time (in many cases). 
That is why I included as middle answer choice: "neither of these". 
3. Each of the answer alternatives below is accompanied by a number: "I 
choose A" has the number 1 attached; "neither of these" 3; "I choose B" 
5. These numbers have been added to show how each answer alternative has 
been scored. The answer 3 ("neither of these") having been inserted to 
force people to either pole A or B, results in rather big standard 
deviations to be reported; e.g.,if a respondent makes a slight mental 
switch from "rather A than B", to "rather В than A", the scoring changes 
heavily from 2 till 4. This means that the answer choices as presented 
probably are a cause for spuriously large σ-values and may as such have 
an undue impact on some statistical measures. 
4. The 3-way analysis of variance has taught that no fundamental differences 
* 
It will be recalled that these 17 items were presented identically in both 
version α and version 6; however, the immediately preceding items were 
different (except for as43). 
-50-
exist between the identical G.I.-items of version α and β, perhaps with 
the exception of G.I.-item no.l (where a 0.05 level significance was 
found). 
Both 2-way and 3-way analysis of variance, as well as the principal com­
ponent analysis, indicated that nation differences, plus (to a lesser 
extent) age differences and the interaction between these two variables, 
account for much of the variance encountered in the answers. I will here­
after compare the averages of the total samples (Jt and Ht), and the 
averages of each of the age groups in each total sample separately. Then, 
instead of analyzing in detail all existing statistically significant 
differences between averages of age groups in both nations (e.g., the 
young Japanese with the middle Dutch age group), I rather choose to 
compare age-related difference patterns as exposed within each total 
nation sample (e.g., why do in the Japanese sample the youngest prefer 
answer X and the oldest answer Y, while in the Dutch sample the opposite 
seems the case?); thus I choose to explain differences between the two 
nations indirectly, but no doubt to greater avail. 
Looking at the distribution of age-levels in both samples, I decided to 
identify 3 age groups in both the Japanese and the Dutch sample; the 
youngest group consists of those of age 25 or less (Japan: 377 in version 
a, 350 in version 8; Holland: 106 in α and 98 in e); the middle group 
of those between the ages 26 and 35 (Japan: 133 in α and 152 in B; Holland: 
116 in α and 73 in β); the older group of those aged 36 or over (Japan: 
116 in α and 115 in β; Holland: 213 in α and 242 in β). 
The following symbols will be included in the tables containing the basic 
statistical information regarding each of the G.I. items: 
α = version a(alpha) and β = version β (beta) 
%1-2| the percentage of answer alternatives 1 plus 2; 3; and 4 plus 5, 
7c 3> = respectively, as against all answers given (excluding non-re-
%4-5j sponses); since approximations are given, the totals may add up 
to slightly more or less than 100%. 
X = group average (for each of the groups in the cells concerned) 
σ = standard deviation (same) 
t = t-test indicates that the difference between the group averages 
mentioned in this row are significant at 0.01 level (or better). 
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t* = same, but at 0.05 level 
X = chi-square: only those values will be presented which reach the 
2 * 
0.01 significance level, i.e. X = at least 20.1 
Jt:Ht = t-test indicates that the difference between the averages of 
both total samples are significant at 0.01 level (or better). 
Jt:Ht* = same, but at 0.05 level. 
Jl and HI : young age group (age up to 25) in Japan and in Holland 
J2 and H2 : middle age group (age 26-35) in Japan and in Holland 
J3 and H3 : older age group (age 36 and over) in Japan and in Holland 
Jt and Ht : total nation-sample (J=Japan and H=Holland) 
Nj and Nh : total number of respondents giving a usable answer for the 
item concerned, for resp. the Japanese sample and the Dutch 
sample. 
II, 3. The major findings per item 
As stated above, the first 8 G.I. items presented below offer their answer 
alternatives in such a way that the Α-answer (scored as 1) at least at first 
glance would be likely to be chosen by the Japanese rather than by the Dutch. 
In other words, the Α-pole was intended as representing the "group-oriented" 
tendency, the B-pole its opposite, the "individualistic" tendency. 
* 
In rare cases, I will present slightly lower values as well; the limit for 
significance at 0.05 level is X^ = at least 15.5. 
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G.I. item no.l 
With what sort of people do you prefer to spend your leisure time? 
A. With colleagues from my company 1 I choose A 
B. Not with colleages 2. rather A than В 
3 neither of these 
4 rather В than A 
5 I choose В 
% % % 
a 1-2 3 4-5 
,, 65 25 11 
1
 X=2.180 σ=1.085 
„ 71 23 6 
J ¿
 X=2.045 σ=0.999 
,., 72 20 8 
^ X=2.061 σ=1.057 
Jt . 67 24 9 
и і






% % % 
α 1-2 3 4-5 
m
 8 24 68 
н х
 Х=4.115 σ=1.103 
μ, 7 16 78 fí¿
 X=4.241 σ=1.080 
и. 10 31 59 
n J
 X=3.900 σ=1.196 
Ui. 9 25 67 
m





% % % 
6 1-2 3 4-5 
,, 68 25 7 
J i
 X=2.060 σ=1.004 
,, 74 18 9 
J ¿
 X=1.967 0=1.009 
,, 79 17 3 
JJ
 X=1.852 σ=0.826 
it 7 1 2 2 7 
ο τ
 X=1.998 σ=0.972 
t « 
t* Jl : J3 
X 2 
Nj 616 
% % % 
ß 1-2 3 4-5 
H1 13 21 66 
ni
 X=3.906 σ=1.300 
и, 12 28 60 
n¿
 X=3.861 σ=1.182 
u, 12 21 67 
^ X=4.008 σ=1.220 
u t 13 22 66 
И 1





Jt : H t " Jt : Ht 
Consideration?!η consideration of the predominant importance of the work-
group (or the company at large) to Japanese workers, they were expected to 
choose A rather than B; the "individualistic" Dutch, on the other hand, 
were expected to prefer a radical separation of working life and private 
life, thus choosing В rather than A (cf. Lebra, op.cit., p.115 and 118). 
Results (see the above table). In spite of the fact that the three-way anal-
ysis of variance showed some significance in differences between version α 
and β *, both versions reveal basically similar information: the Japanese 
Under the heading"consideration" I will briefly describe what sort of out­
come was anticipated at the time the questionnaire was made. 
*x 
At a rather weak level. No other significance and differences were found 
between any of the remaining identical items; remember that this may be a 
"context" effect: the previous items were different in version α and version 
6 (cf. sub I,5,c). 
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as a total score towards the Α-pole (indicating they would prefer spending 
their free time with colleagues), while the Dutch as a whole score towards 
the other extreme (i.e., they want a sharp distinction between work life 
and private life). The difference between both nation-samples is highly 
significant. Age makes little difference within both nation-samples, 
with the exception of the significant difference between H2 and H3 in 
version a, but not in version β; I have no ready made explanation for the 
divergent responses of both H2 groups, except perhaps the "context effect" 
(see the footnote sub I,5,c), though I doubt if this is a sufficient 
explanation. 
Note: both Dutch sub-samples (a and 3) show rather high percentages for the 
"neither of these" alternative; actually, this is the only instance of the 
Dutch choosing this alternative in at least as large a proportion as the 
Japanese. 
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G.I. item no.2 
If you worked at a section that did not 
do you think you would do? 
A. I would do my very best to improve 
those results 
B. I would continue working normally, 
without bothering too much about 
my section's results 






I choose A 
rather A than В 
neither of these 
rather В than A 
I choose В 
% 
a 1-2 
11 9 0 J 1
 X=1.533 
1? 9 7 J 2
 X=1.341 
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 9 1 
J 3
 X=1.474 
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 X=2.233 
Hi - 65 MJ
 X=2.365 
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% % % 
& 1-2 3 4-5 
m 50 6 43 
1
 X=2.835 o=1.709 
U7 53 7 40 ¿
 X=2.795 o=1.704 
R 70 5 24 5
 X=2.171 o=1.581 
и
. 63 6 31 
Η ΐ
 X=2.439 o=1.633 
t**H3:Hl and H3:H2 
t* 
X 2 (19.932) 
Nh 410 
Jt : Ht ** Jt : Ht ** 
Consideration.The Japanese respondents were supposed to prefer answer A, as an 
expression of their greater identification with the company, while it was 
expected that the Dutch would be less inclined to choose A (maybe even clearly 
prefer B). 
Results. Whereas in the previous item the Japanese and Dutch samples displayed 
a distinct preference for opposite answers, this is not the case here. The 
Japanese very clearly go for the Α-answer (they would try hard to improve 
their section's performance). But the Dutch are less united: on the average 
(in both versions) almost one third of the Dutch opt for the answers 4 or 5, 
and over 60 per cent choose answers 1 or 2. This is enough to make for a high­
ly significant difference between the averages of the 2 total samples. The 
age-variable does not play a major role in the Japanese sample, but it does 
among the Dutch: the youngest Dutch tend more strictly towards the "individ­
ualist" pole, than do their oldest colleagues. (As with the previous item, 
the middle Dutch group of the age-bracket 26-35 offers a problem: in the a-
version 70 per cent chooses answers 1-2, and 25 per cent answers 4-5, in the 
ß-version the comparable percentages are 53 and 40 per cent. Again I cannot 
provide a satisfactory explanation). 
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G.I. item no. 3 
Suppose you have an opportunity to participate in a training program 
(offered by your company) for which you would have to sacrifice four con­
secutive free weekends. What would be the likely reaction of those close to 
you: 
A. They would support my decision to 1 
participate, or at least not make any 2 
objections against it 3 
B. They would be against my partici- 4 
pation, or at least make some objections 5 
I choose A 
rather A than В 
neither of these 
rather В than A 
I choose В 
% % % 
α 1-2 3 4-5 
„ 70 21 8 
0 1
 X=2.014 ст=1.063 
„ 77 14 10 
ü ¿
 X=1.955 σ=1.065 
η
 73 18 9 
ϋ:>
 Χ=1.965 σ=1.012 
l t 72 19 9 
τ





% % % 
a 1-2 3 4-5 
m
 53 14 33 
Н і
 Х=2.648 σ=1.662 
„Ρ 51 8 41 
M ¿
 X=2.850 σ=1.715 
μ ί 42 16 42 
M J
 X=2.995 σ=1.684 
u t 47 14 39 
x





% % % 
& 1-2 3 4-5 
„ 69 21 10 
X=2.032 o=1.092 
1 9 76 12 12 
J ¿
 X=2.007 σ=1.127 
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 77 14 9 
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 X=1.938 σ=1.041 
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Π 1
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Jt : Ht ж* Jt : Ht' жж
Consideration.When confronted with a conflict of interests involving the 
company versus the immediate family circle (or the like), the Japanese 
worker was supposed to expect more understanding (on the part of those close 
to him) for his giving priority to company requirements, and the Dutch 
worker certainly less so. It was felt, though, that one ought to be careful 
with an item like this: other factors easily play a role, such as objective 
family conditions; appreciation of the chance to improve one's future 
prospective through training; etc. However, the overriding expectation was 
for the Japanese average score to come closer to the Α-answer than the 
Dutch one. 
Results. The nation difference comes out quite clearly again, with the 
Japanese total sample choosing its answer significantly much closer to the 
group-oriented pole than the Dutch one. No major ag£-related differences 
se within the Japanese group; on the Dutch side there might be some 
tendency with the older ones to expect a rejection of priority for company 
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interest, more than with the younger ones (no significance level is reached 
however). There is a puzzling difference between the averages of all Dutch 
sub-samples in version α and version e, the latter showing a stronger ten­
dency towards the B-pole than towards the Α-pole. Since all sub-samples 
do so consistently, one may indeed wonder if the previous part of the 
questionnaires (part I, being largely non-identical in both versions) had 
created a different response set in the subsamples, at least among the Dutch 
respondents, but the Japanese do not display anything similar up to this 
point. Whatever the case, little doubt is left that according to by far 
most Japanese respondents their relatives would support them in sacrificing 
private life for company requirements; a considerable proportion of the 
Dutch respondents contrastingly feels that their relatives would rather 
denounce such an intrusion of privacy. From the data available one cannot 
determine with any certainty to what extent other factors than "group-
orientedness versus individualism" play a role here. No doubt, company-
provided training is the normal, accepted way in Japan (rather than training 
to be taken elsewhere at one's own initiative), and promotion of blue 
collars tends to be rather strongly connected with training received. 
Company-initiated training in Holland seems to be less usual than in Japan, 
to say the least. Certainly, one should not overlook the possibility of 
individual aspirations having played an important role in the answer pattern 
of this particular item. Finally, note that the youngest Japanese (Jl) 
display the largest proportion of 3-answers ("neither of these"); does 
this reflect their having trouble to answer this sort of question, or is 
it rather that they cannot really decide which of the two alternatives to 
choose? 
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G.I. item no.4 
When new personnel is being selected for your company, what should be given 
more attention7 
A. More attention should be given to 1 I choose A 
personal character rather than 2 rather A than В 
technical skills 3 neither of these 
B. More attention should be given to 4 rather В than A 
technical skills rather than 5 I choose В 
personal character 
1 % % 
α 1-2 3 4-5 
,, 77 14 8 
0 1
 X=1.832 o=1.121 
, , 85 8 8 
ü ¿
 JM.667 σ=1.005 
, , 83 10 6 
J J
 JM.678 σ=0.974 
,. 80 12 8 
J t
 X=1.769 σ=1.069 




% % % 
α 1-2 3 4-5 
m
 44 13 42 
M i
 X=2.990 o=1.547 
u , 50 6 44 
n ¿
 X=2.828 σ=1.577 
„, 49 4 46 
M J
 X=2.912 o=1.714 
Ht 4 8 7 4 5 H t




% % % 
ß 1-2 3 4-5 
„ 75 14 10 
0 1
 X=1.862 o=1.167 
19 83 8 9 
¿
 X=1.757 σ=1.100 
n
 75 14 11 
J J
 X=1.904 o=1.230 
,. 77 13 10 
0 1





% % % 
ß 1-2 3 4-5 
m 33 12 55 
M1
 X=3.354 σ=1.500 
n 9 48 12 40 ¿
 X=2.904 σ=1.545 
u , 52 6 41 
M J
 X=2.831 o=1.635 
Ht 4 7 9 4 5 M L
 X=2.968 o=1.587 




Jt : Ht Jt : Ht' 
Considerati on.Because of the importance attached to personality factors in 
Japanese management practices (e.g. in selection and promotion*), 1 expected 
the Japanese respondents' majority to opt for the Α-answer. I had trouble 
making a prediction regarding the Dutch; while for them social relations 
with their peers no doubt are of high importance, I also saw the possibility 
of a majority selecting the B-answer. 
Results. Again it is the Japanese who give the most unambiguous answer (in 
the predicted direction): they far prefer priority to be given to character 
* 
Several sources, including previous publications of my own, stress this; 
e.g. see Lebra, op.cit., pp. 32-34; see also our "Werken in Japan" (Van 
Gorcum, 1975), pp. 44-45 e.a. 
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than to ability. If an employee ideally is to stay with his company until 
reaching the retirement age, then it is more crucial for him to have a 
suitable character, than that he has certain skills at the outset, so the 
reasoning seems to go. This fits in with the prevailing practice in major 
Japanese companies of training employees almost from scratch within the 
company; this in contrast to most large Western enterprises where employees 
more typically come in after having obtained training and qualifications at 
school or elsewhere. The Japanese selection practice, then, seems to in­
dicate that applicants should be screened for their being "of the right 
substance", rather than for the specific skills they happen to possess 
at the moment of application. There is even a tendency in Japanese industry 
to mistrust applicants who already have extensive work experience or an 
advanced ability or skill: it is felt that such people may be the likely 
troublemakers of the future, those less willing to accept orders and to 
readily submit themselves to the discretionary powers of management. The 
Japanese respondents seem to concur in their views on this subject. 
The Dutch, on the other hand, thorougly disagree among themselves*. 
Existing practice in Dutch companies heavily relies on applicants possessing 
skills and qualifications before entering the company (with exceptions 
admittedly existing); but, at the same time, Dutch workers generally also 
attach high importance to pleasant interpersonal relations at the floor, 
so at least in this sense a person's character is relevant to them in 
addition to skills. To make a choice out of these two alternatives is 
apparently a tough job for the Dutch. 
* 
Just how difficult this choice was for many Dutch, may be reflected by the 
youngest age-groups, the one giving clear priority to the B-answer over 
the A-answer (55 vs. 33%, in version β), and the other choosing both al­
ternatives about equally (42 vs. 44%, in version a ) . 
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G.I. item no.6 
Suppose you had an opportunity to get a job with better working-conditions, 
in another, new company*, what do you think you would do: 
A. I would probably stay with my 
present company 
B. I would probably quit and go 






I choose A 
rather A than В 
neither of these 
rather В than A 
I choose В 
1 % % 
a 1-2 3 4-5 
„ 34 24 42 
J i
 X=3.107 σ=1.421 
,, 59 11 29 
J¿
 X=2.519 o=1.479 
„ 65 14 21 
JJ
 X=2.296 o=1.351 
1t. 45 19 35 
Jt
 X=2.833 o=1.420 




% % % 
a 1-2 3 4-5 
H1 25 5 70 
^ X=3.904 o=1.478 
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h¿
 X=3.966 o=1.450 
H, 37 3 60 MJ
 X=3.381 o=1.734 
ut 30 4 67 
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 X=3.594 o=1.595 






% % % 
S 1-2 3 4-5 
„ 36 23 41 
J i
 X=3.037 o=1.407 
,, 56 16 29 
d¿
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Consideration.With lifetime employment commitment and security both still 
being widely practiced in Japan (be it that the system is displaying 
numerous cracks), one would expect Japanese workers and namely those over 
the age of approximately 26 to display a "group-oriented" tendency in their 
option to remain loyal to their company. Recent years have seen an undis-
9uised tolerance for the younger Japanese (up till about 26 years of age) 
to try and search around before definitely committing themselves to their 
lifetime's company; certainly in times of economic overactivity such as 
was prevalent while this study was being conducted in 1972. In Holland it 
is difficult for an employer to dismiss personnel (because of a host of 
I put here the case of another, new company, in order to eliminate for 
Japanese respondents the apparent barrier of having to consider entering 
into an already existing pattern of social relations; such a barrier seems 
to have rather less weight for Dutch workers. 
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legal restrictions), but individual employees are comparatively free to 
move about, which prerogative is lavishly used during periods of economic 
expansion (as during my research in 1973), for older Dutch workers it is 
rather difficult to find alternative jobs, even when economic conditions 
are optimal, not to speak of the necessity to adapt to new circumstances 
and of certain acquired seniority privileges (which holds a fortiori for 
older Japanese). My expectation therefore was: Japanese will more likely 
choose the Α-pole, with younger Japanese tending towards more individual­
istic answers; Dutch will rather tend to choose the B-pole, with older Dutch 
tending towards the other side. 
Results. The findings confirm this expectation to the fullest extent. For 
the first time in the present chapter, age turns out as a factor to be 
accounted for in both nations, especially so in the Japanese sample (see 
\ 2 ) , The youngest Japanese seem confused, however, almost 25 per cent of them 
answer "neither of these", about 35 per cent chooses answers 1-2, and a 
majority of over 40 per cent answers 4-5 (in both versions), which means that 
a significant proportion of them indicates (some) willingness to depart from 
the established line, i.e., they seem inclined to give their own interests 
priority over those of the company. 
In both samples the oldest groups express least readiness to quit and start 
anew (this is especially the case in Japan). Interestingly, in Holland it 
is the middle group (age 26-35) that seems most eager to step out and give 
it a try elsewhere; in our sample of blue collar workers (others were not 
involved which implies a rigid elimination of those in older age brackets 
who "made it higher up"), this age bracket seems to be most immediately 
involved in the rat race to get ahead (while still being in a position to 
change, if this can be done soon*); the youngest group, meanwhile, does not 
yet appear to be so much concerned about possible advance, and the oldest 
group for various reasons seems to have more or less given up the idea. 
Finally, comparison of both total samples reveals the Dutch as significantly 
more ready to quit their present company (in spite of the relative over-
representation of older workers) than are their Japanese counterparts (among 
whom the youngest are overrepresented). The youngest Japanese (within their 
nation-sample most willing to switch) still score more towards the 'group-
oriented' side than the oldest Dutch (who within their sample show the 
relatively strongest reluctance to quit). Note that the youngest Japanese 
again come up with the largest proportion "neither of these" answers; 
quite a few of these respondents seemingly do not know which alternative 
to choose. 
* 
This group H2 will repeatedly draw particular attention; its special posi­
tion presumably is not only related to this promotion race, but also to 
the heavier family responsibilities typical for this age bracket. 
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G.I. item no.11 
Suppose business was not going too well for your company, what do you think 
you would do: 
A. I would stay with the company and try 1 I choose A 
my best to improve the situation 2 rather A than В 
B. I would quit as soon as I had found 3 neither of these 
another job 4 rather В than A 
5 I choose В 
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Consideration.This item in essence did not seem to differ substantially from 
the previous one (G.I. no.6). So I took the easy way out and anticipated 
basically the same outcome. 
Results. Indeed, the results resemble those of the previous item, but little 
more than that. Also here age is a factor of influence in the response patterns 
of both samples (seeX2), the young ones being more ready to quit their present 
company to seek betterment elsewhere. The young Japanese again come rather 
close to the oldest Dutch who, reversely, give the most "group-oriented" an-
swer among the Dutch. That is where similarity ceases. Both samples are much 
more "conservative" than in their responses to item no.6 (particularly the 
Dutch), even though still differing from each other as a whole to a highly 
significant degree. Not only is there this relatively stronger reluctance to 
quit (= preference for answers 1-2): also there is a marked increase in almost 
all age-subgroups in the choices of answer 3 "neither of these", which pre-
sumably reflects a choice problem (notably again the youngest Japanese with 
about one third selecting this alternative in both versions). Whether declin-
ing business as such is not sufficient reason to look for a job elsewhere, 
or whether this item leaves too much uncertainty to make quitting a reasonably 
attractive alternative: it is clear that the previous item 6 elicited a strong-
er inclination to take the gamble, than did the present item 11. This in spite 
of the fact that the response patterns to both questions basically seem to 
resemble each other, with the Japanese again being much more outspoken in 
their choice of the expected "group-oriented" answer. 
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G.I. item no.15 
Suppose you had an idea for improving a certain working procedure, what do 
you think you would do? 
A. I would first discuss this idea 1 
with my colleagues 2 
B. I would present my suggestion 3 
directly to higher management, 4 
without consulting anyone else 5 
I choose A 
rather A than В 
neither of these 
rather В than A 
I choose В 
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Jt : Ht ** Jt : Ht ** 
Consideration. This item was included upon suggestion from Japanese side. 
To understand why, one must recall what I wrote in the introduction (II, 1) 
as to the way in which many Japanese view Western individualistic behavior: 
though incorrectly so, individualism is often virtually equated with 
egotism. (Incidentally, many of those Japanese who want to demonstrate 
-or show off- how advanced and independent they really are, seem to do this 
by adopting an attitude of diehard egocentrism). The feeling of my Japanese 
partners concerned was that the Dutch would rather choose alternatives 4 
or 5 (go straight higher up),while the Japanese would first openly discuss 
their idea with their colleagues. Though I agreed with the latter expecta­
tion, I felt uncertain what the Dutch reaction would actually be. 
Results. A majority of the Dutch respondents (in both versions) chooses 
the "group-oriented" answer, but a sizable minority goes the other way. 
(The uncertainty within the Dutch sample is again reflected in fluctuations 
in the reactions of the youngest respondents, cfr. version α and β). 
Just why the Dutch cannot make an unequivocal choice is difficult to say; 
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for one thing, the sneakiness that seems to be embedded in the B-answer, 
must have looked repulsive to many of the Dutch who regard mutual solidar-
ity* among blue collars as almost sacred; for another, the chance to make 
a good impression on "higher up", must have looked very attractive in 
view of possible promotion chances (which fits in with the apparently 
greater inclination among the older subgroups to choose the B-answer). 
While the premise that the Dutch would respond outright egotistically thus 
cannot be confirmed, there is no doubt that the Japanese show the stronger 
inclination to consult their colleagues about their ideas, before passing 
these on to management. One explanation could be that the Japanese would 
prefer first to check with their peers, before submitting an idea to higher 
spheres, thus reducing the chance of serious loss of face. In general, it 
appears to be true that Japanese eschew individual responsibility and prefer 
operating within the confines of a group. Bypassing the group would treaten 
the group's smooth functioning and thus disturb the balance in which the 
individual can feel at ease. 
* 
Peer-level solidarity (horizontally), as contrasted to the vertical soli-
darity between superior and subordinate and strict ranking which are pre-
dominant in the Japanese context (as repeatedly stressed by both Nakane and 
Lebra; the latter writes, for example: " the inclination toward vertical 
rather than horizontal alliance In an exactly equal symmetrical 
relationship. Ego may have too much uncertainty about what Alter is going 
to do .... A vertical relationship does away with this uncertainty and 
riskiness since the actions of a superior or inferior Alter are more pre-
dictable", op.cit., p.77). In terms of Maslow's need hierarchy: fulfilment 
of the safety needs seems to be of primary concern to the Japanese (social 
needs coming after that), while for the Dutch, fulfilment of at least the 
social needs (maybe even esteem or self-actualization needs) is more 
important. 
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G.I. item no.16 
What do you think is more important for a boss? 
A. To be able to get along with people 
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Consideration.This became yet another item on which some of my Japanese 
friends and myself could not readily agree as to what sort of answer could 
be expected from the samples involved. We had no trouble agreeing that the 
Japanese would strongly incline towards the "group-oriented" pole (cf. 
Lebra op.cit., p.64 e.a.). But while some of my Japanese friends thought 
the Dutch would clearly go for technical rather than social skills, my 
feeling was that the boss (as "one of us") in the eyes of Dutch workers 
ought primarily to be a fine guy, rather than technically more skillful; 
in contrast to the rather remote looking item no.4 ("what should be given 
priority attention in selection: character of skill?"), this item touches 
the core of everyday work: the boss's ability to get along with his people. 
To the Dutch, this must be at least as important, as his technical profi­
ciency. 
Results. While answering item 4 (re selection), the Japanese strongly ex­
pressed their preference for character to be given extra attention in 
selection, rather than ability, but the Dutch as a whole seemed unable to 
make a clearcut choice. However, in their answers to the present item 16, 
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the Dutch are quite outspoken in their favouring a boss who is able to 
get along with people, in version α even significantly more so than the 
Japanese (in version β to about the same extent*). The Japanese, meanwhile 
confirm the prior anticipation, be it that rather many of them choose the 
3-answer "neither of these", notably the youngest group. No doubt, many 
would have preferred an option for "a technically skillful boss who can 
get along well with people", but that choice was not offered. When con­
fronted with this forced choice, the Dutch reveal at least as strong a 
preference for a socially capable boss as the Japanese do. 
Also the findings of this item G.I.16 seem to refute the image held by 
many Japanese about Western individualism: for Dutch blue-collar workers, 
the social climate in the immediate work group is of very personal concern, 
maybe even more for them than for their Japanese counterparts. Lebra** 
suggests that a Japanese individual who wants to find "self-identity", will 
have to resort to social isolation and self-reflection, in other words, 
the group is a barrier for the development of "the autonomy of the self"; 
smooth group relations thus rather seem to be a life's necessity than a 
deeply felt personal need. With the risk of some undue exaggeration: 
One may wonder if the Dutch individual does not rather find self-identity 
against the background of a group, without that group becoming something 
like an impediment to "autonomy of the self". In Holland there seems to 
be more of a personal choice in a group membership, as contrasted to the 
unavoidability that seems to have a relatively larger weight in the Jap­
anese context. (I am aware that the contrast is drawn too sharply here, 
but I do so in order to stress the distinction which otherwise might easily 
remain obscure). 
The remaining G.I. items offer their answer alternatives in such a way that 
the Α-answer (scored as 1) at least at first glance would be likely to be 
chosen by the Dutch rather than by the Japanese. In other words, the A-
pole was intended as representing the "individualistic" tendency, the 
B-pole its opposite, the "group-oriented" tendency. 
ж 
As in some previous cases, the response patterns in version β represent a 
switch towards the more individualistic pole when compared with those in 
version a, the youngest groups again taking the brunt in 




G.I. item no.7 
Suppose one of your colleagues -not an especially close friend- still has 
a lot of work to do, after you have finished. What do you think you would 
do: 
A. I would probably 
B. I would probably 
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items 15 and 16, it will come 
as no surprise that my Japanese partners and myself could easily agree the 
Japanese sample would in majority prefer the B-side of the scale. I felt 
that the Dutch respondents would display at least as much social-mindedness 
as their Japanese colleagues. Some others expected the Dutch sample to 
choose without reservations for answer A*. 
Results. Both samples display a comparatively low variance, indicating a 
rather high degree of consensus internally (while also the 3-answer is 
infrequently opted for). As in the previous items, we find that Dutch 
Murayama (op.cit., p.82) puts it like this: "(In Japan), the individualistic 
human relations as seen in Europe and America is rarely observed. In the 
west, rarely does a worker help his partner because his work is delayed...." 
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workers will not let a colleague down, maybe even less so than Japanese 
workers*. Inasfar as the Dutch may be considered to incline towards "in-
dividualism", as compared with a tendency towards "group-orientedness" on 
the part of the Japanese, clearly some evidence is building up that "in-
dividualism" may by no means be seen as identical to egocentrism. Rather, 
a picture comes up of Dutch workers positively seeking the social company 
of colleagues, while at the same time trying to maintain their individual 
identity to a greater extent than their Japanese counterparts, who certain-
ly do not seem to be more "sociable" in the sense of cultivating person-
to-person peer relations. The Japanese work-floor seems to operate with 
less sharply defined responsibility patterns than the comparable work-
floor in West European industry. The question of helping out a colleague 
is thus bound to be answered positively, no real personal choice being 
involved to any comparable extent. As I will argue later, Japanese workers 
seem to derive more satisfaction from contacts with higher management than 
from contacts with their colleagues, while the opposite can definitely be 
maintained regarding Dutch workers. „ 
Finally, age seems to be of influence in both nation-samples ( s e e \ : 
slightly blurred in the Dutch sample of version a ) ; the youngest groups 
tend to opt for a more self-centered reaction than the older ones. While 
the younger ones stay far from being outright 'antisocial', they apparently 
see less reason to worry much about involvement in the total social environ-
ment of the working place. Both in Japan and in The Netherlands (notably 
during the economically favourable years of 1972 and 1973), the probability 
or necessity for young workers to stay with the same company was quite 
limited: why bother excessively about playing the nice guy, if you're 
going to quit sooner or later anyway? 
* 
As in item 16, one of the versions shows a highly significant (0.01 level) 
difference between the two total samples, while no difference is reached in 
the other version. The fact that this sort of divergence seems to occur 
relatively more frequently in the G.I. items than in the later section of 
factfinding-satisfaction answers, seem to lend credibility to the earlier 
statement that the "neither of these" answer-alternatives created spurious 
differences. 
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G.I. item no.5 
What is more important to you: 
A. A high salary 
B. Good personal relations with your 
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Jt : Ht ** Jt : Ht ** 
Cons i derati on.When forced to make a choice between hard cash and fine inter-
personal relations -certainly in a hypothetical situation like the present 
item-, Dutch may be inclined to opt for the cash (in accordance with the 
"miser-image" that occasionally seems to exist about the Dutch at large). 
Japanese -on their part- will at least give more consideration to smooth 
interpersonal relations (without which they would feel quite uneasy and 
might have difficulty functioning at all). So I expected the Dutch to opt 
more for A and the Japanese more for B. 
Results. The Dutch seem to live up nicely to their image; at least, without 
abnormally big internal dissension, they clearly opt for the cash (it is a 
hypothetical question, anyway!). The Japanese seem to go in the opposite 
direction, but in the process show a rather considerable pattern of internal 
disagreement, with rather many of them choosing "neither of these" (as 
contrasted to the Dutch sample where this alternative was infrequently 
picked). 
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G.I. item no. 8 
Suppose there is a meeting of your workgroup concerning a certain technical 
problem, and you have a possible solution in mind. What do you think you 
would do? 
A. I would put forward my view right 1 
away, even though I would risk having 2 
to change them later on 3 
B. I would first listen to what my boss 4 
and colleagues have to say, and not 5 
put forward my own views at the outset 
I choose A 
rather A than В 
neither of these 
rather В than A 
I choose В 
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Consideration.My expectation was that Dutch respondents would air their views 
without too much consideration of eventually having to change position, 
while the Japanese would more likely adopt a wait-and-see attitude. In 
other words: we expected the Dutch to incline towards the Α-pole, and the 
Japanese towards the B-pole. 
Results. My expectations, regarding the Dutch at least, were crudely refuted: 
while about one third of all the Dutch (in both versions) answered as I 
had expected, almost all the others went the other way (choosing answer 4-5). 
In other words, the large majority in Holland would keep the mouth shut 
rather than speak up. The Japanese were quite divided: just about as many 
opting for alternatives 1-2 as for 4-5. Comparing the two nation-samples 
as a whole, one finds the Dutch significantly (0.01 level) more than the 
Japanese choosing for the B-answer (listening first); age does not make 
much difference within either sample (X.2). 
Why were my expectations quite off the mark? First let us consider the Dutch: 
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once more I took the easy way out, reasoning something like: "an individual­
ist will not care about what the others think of his opinion, so he will 
feel free to speak up". But in this reasoning there is a pitfall: in the 
Dutch working situation, meetings of the workgroup are relatively rare, 
and often also attended by representatives of higher management, while 
the Dutch worker normally holds a strong mistrust in management. Rather 
than exposing himself to possible attack or abuse from "higher up", then, 
an individualist may even be expected to wait and see for a while. Another, 
rather more simple, explanation is that the Dutch blue collar is quite 
sensitive about what his colleagues think about him; rather than loose his 
face in front of his mates, or run the risk of being branded as too co­
operative with management, he will keep his mouth shut. 
Now let us look at the Japanese response: In Japanese industry the typical 
workgroup gathers very frequently, and such a meeting does not have the 
same threatening connotation for Japanese workers as it has for the Dutch 
in this sample. This may account for the fact that my Japanese respondents 
score significantly less towards the "wait-and-see" pole than the Dutch. 
But still, the fact remains that many Japanese are quite hesitant to opt 
for the Α-answer, as well; maybe it is because these people feel it is too 
showy to "impose oneself on (one's social environment)"*, or it may be an 
expression of preference for non-verbal communication rather than direct 
verbal exchange of views (" the Japanese who stress the value of empathy 
feel that speech is a poor substitute for an intuitive understanding of 
what is going on in other people's minds"**). 
ж 




G.I. item no. 9 
Which would you prefer doing: 
A. Working alone 
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Consideration.The Dutch assumedly being individualists, we rather unquestion-
ingly agreed on their preference for working on their own. In contrast, 
"group-orientedness" apparently being so prevalent in Japanese society, 
we readily agreed that our Japanese respondents would rather score towards 
the B-answer. 
Results. Again the findings contradict the expectations, with the Japanese 
(as a whole) conspicuously divided (however, not giving so many 3-answers) 
and the Dutch largely choosing the opposite alternative. The Dutch may be 
individualistically oriented, but this does not by definition imply a 
rejection of social feelings at the work-floor; it may even imply a preferencp 
for teaming up with others with whom he can socialize, certainly if the 
work is not too exciting. Moreover, in the Dutch working-situation people 
receive rather clearly defined tasks which may result in an interdependency, 
making cooperation with others a must. Still, I feel that the positive 
preference for social contacts will have been the main reason for the Dutch 
to have chosen the B-pole. 
As for the Japanese: in their usual working-situation, responsibility 
patterns are not clearly defined for individuals, but rather for work groups. 
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Also, Japanese company-training normally seems to aim at the creation of 
"generalists" with a relatively broad scope of skills, instead of the 
rather specialized kind of individuals more typical in Western industry. 
One can imagine that for a sizable proportion of Japanese workers, this 
relative lack of individuality in their work patterns goes too far, result­
ing in a desire to be more on their own and to escape from the all-encom­
passing group. This may at least partially account for the "indecisiveness" 
within the Japanese sample to choose clearly for either side. This inter­
pretation does most certainly not imply that therefore Japanese are not 
so "group-oriented" as initially assumed; the apparent inevitability of 
working in groups induces some vague longing for being alone*, even in 
the otherwise so group-dependent Japanese. I submit that Dutch workers, 
when forced to operate within one particular all-embracing group for an 
extended period of time, would revolt and express an outright preference 
for the Α-answer, definitely more so than the Japanese. 
Note. The middle group (age 26-35) occupies a special position in the Dutch 
sample, its answer in the α-version differing significantly (0.01 level) 
from that of the other two groups (in the ß-version the same tendency can 
be seen, but no significance is reached). Many of the middle-group Dutch 
seem reluctant to choose the "sociable" answer. One possible explanation 
is that, within the Dutch promotion system, they are the ones most keenly 
confronted with the necessity to make a favorable impression in order to 
secure promotion (which the older group is unlikely to achieve any more, 
and which the younger ones do not seem concerned about as yet).The 25-36 
age-bracket group, therefore, may incline to reject the idea of "spending 
one's working hours chatting away", and instead try to draw management's 
attention by displaying one's own acquired skills. 
* 
Cf. what I quoted from Lebra, sub item G.I. no.16, re "the autonomy of the 
self" (Lebra, op.cit., p.167-168; also pp. 66; 156-158). 
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G.I. item no.10 
If you would have some personal problem, what do you think vou would do? 
A. I would not talk about it with 
my colleagues 
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Considerati on.Dutch are more likely to separate work life from private matters 
(see also G.I. no.l), so I anticipated that they would choose answer A rather 
than B. Contrastingly, I felt the Japanese would more likely score towards 
the B-end of these alternatives.* 
Results. For the Dutch it is one thing to have pleasant social relations on 
the job, but quite another to extend work life into one's private sphere. 
As they did before, the majority of the Dutch expressed a preference for 
keeping both spheres of life separated, rejecting the proposition of talking 
with colleagues about a personal problem. The majority of the Japanese 
(among whom relatively many -especially in the youngest group- choose the 
"neither of these" answer) opted for the opposite: they could more easily 
imagine discussing a personal problem with colleagues. The expectations 
were confirmed. 
* 
Cfr. Nakane, op.cit. (1970), p.19 e.a.; Lebra, op.cit., p.115 e.a. 
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G.I. item no.12 
Suppose you were promoted at a much faster pace than the colleagues of your 
own age. How do you think you would feel? 
A. I would not bother about how my 1 I choose A 
colleagues would feel about it 2 rather A than В 
B. I would be uneasy about how they 3 neither of these 
would feel about it 4 rather В than A 
5 I choose В 
% % % 
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Consideration.still to a considerable extent (and strongly so in the first 
two and a half decades after the second world war) seniority is (and was) 
one of the main grounds for promotion in Japanese industry, certainly in 
medium and large-size firms (from which I drew my sample in 1972). But 
recently, some changes have materialized, with as result, that a small 
number of employees (blue or white collar) is promoted ahead of their 
age-equals. It is said that such an early promotion -even though naturally 
coveted by all- tends to disturb interpersonal relations and may even lead 
to some of the lucky few being ostracized. 
In Holland, on the other hand, the usual pattern of promotion is not im­
mediately related to seniority, even though its influence cannot be ruled 
out. My expectation, then, was that the Dutch respondents would strongly 
opt for the Α-answer, actually rather indicating a sense of proud self-
fulfilment than of shame; and I thought that the Japanese respondents 
would somehow be inclined to choose answer B, be it probably with due 
hesitation, age playing an important role in the answer pattern as well. 
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Results. The Japanese and Dutch samples as a whole give significantly 
different average responses in both versions, so the nation-variable once 
more comes out as a very potent factor. When forced to a choice, the Dutch 
leave no doubt about their accepting an early promotion without qualms, 
a diehard reaction seemingly (even though some signs point towards con­
fusion, see below). The Japanese (among whom about 25 per cent chooses the 
3-answer) have difficulty in making a clear choice, being thrown into con­
flict between an individual desire to get ahead and a still widely held 
belief that seniority-based promotion and strict ranking is to be pre­
ferred. Or, as the Japanese saying goes: "Protruding nails will be hammered 
down". 
In the answer patterns of both nation-samples, there are irregularities 
that I am not able to explain, except partly with reference to the diffi­
culty of choice in this particular item. For the Dutch sample, the answer 
for the same age groups in versions α and β are not quite identical, 
especially not for the youngest. And within the Japanese answers there is 
the fact that in version β we find a highly significant difference between 
the averages for the young and the old subgroups, while no such difference 
appears in version a. 
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G.I. item no.13 
Who, do you think, should check the quality of work completed? 
A. The one who completes the work 1 I choose A 
should also be the one to check 2 rather A than В 
its quality, if at all possible 3 neither of these 
B. Someone else should have that 4 rather В than A 
responsibility 5 I choose В 
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Cons ideration.Again upon suggestion from certain Japanese quarters, I included 
this item. It was felt (on the part of the Japanese) that Dutch workers -being 
relatively more aware of their own skills and qualifications- would probably 
prefer to check the quality of their own product themselves, rather than hav­
ing to submit to someone else's authority. Contrastingly, with responsibility 
patterns vague as they are in the typical Japanese industrial set-up, it was 
thought that Japanese would be less sensitive about such an issue. Thus, the 
expectation became that the Dutch sample would rather choose A than B, and 
the Japanese the reverse. 
Results. Indeed a large majority of the Dutch scored towards the Α-pole. The 
difference between both nation-sample averages is highly significant, but this 
does not imply that the Japanese choose the opposite end. As a matter of fact, 
in both version α and β about 1/3 of the Japanese chose answer B, with about 
60% going for answer A. This means that a majority of the Japanese would pre­
fer checking their own work results, if possible. This finding is interesting 
in view of the still dominant practice in Japanese industry to assign respon­
sibility to the workgroup rather than to the individual employee.* Also the 
age variable plays a role here: within both nation-samples it is the young­
est who clearly give the least "individualistic" answer, indicating an appar­
ent greater willingness to accept someone else's checking the quality of their 
products. Probably, lack of experience and little developed self-confidence 
will have to do with this. 
* Cf. Murayama, op.cit.,p.82;also Nakane,op.cit.(1974, Pelican Book),p.72 e.a. 
and Doi.op.cit.,p.56. 
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G.I. item no.14 
Suppose you were aware of certain malpractices in your company. What do you 
think you would do: 
A. I would feel free to talk about 1 I choose A 
the situation with outsiders 2 rather A than В 
B. I would not talk about the 3 neither of these 
situation with outsiders 4 rather В than A 
5 I choose В 
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Jt : Ht ** Jt : Ht ** 
Consideration.Ihe strong identification with the company -supposedly a saliant 
exponent of Japanese "group-orientedness"- I felt would inhibit Japanese work­
ers from spreading negative publicity about their company to the outside world. 
On the other hand, within reasonable limits one could expect Dutch workers to 
feel more free to talk with outsiders about bad points in their company. The 
expectation therefore was for the Japanese respondents to choose answer В 
rather than A, and the Dutch A rather than B. 
Results. The expectations were confirmed, especially in the Japanese response: 
Japanese workers (as a whole) would rather not talk with outsiders about mal­
practices existing in their company. The reaction of all Japanese together 
differs significantly from that of all Dutch together, in the expected direct­
ion. For the Dutch, however, this question raises problems: in both versions 
α and β, just about 50% of the respondents go for answer A (talking), while 
about 40% chooses answer B(not talking) Age plays no readily identifiable role 
in the Japanese sample (see version a); in the Dutch sample it seems to be of 
some more influence (even though the high levels of variance prevent clear 
significance values from coming to the fore), the younger Dutch causing the 
impression they would be more inclined to talk than their older colleagues. 
* 
See also Lebra, op.cit., p.36, and Doi, op.cit., pp.48-55. 
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G.I. item no.17 
Suppose on a particular day you just did not feel like working hard, but your 
colleagues urged you to do so all the same. What do you think you would do 7 
A. I would disregard my colleagues 1 I choose A 
and take it easy 2 rather A than В 
B. I would work hard, not to 3 neither of these 
disappoint my colleagues 4 rather В than A 
5 I choose В 
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Consideration.It was not difficult to predict that the Japanese respondents 
would gravitate towards the "group-oriented" B-pole, as an indication of their 
desire not to disturb the balance in their work group. But, while accepting 
the possibility that the Dutch sample might simply prefer the A-answers 
("minding your own business"), I also saw the possibility of peer-group pres­
sure resulting in a Dutch score towards the B-pole. 
Results. In both version a. and β, about 25 per cent of the Japanese respon-
dents (notably the youngest) chose "none of these" answer, but the overwhelm­
ing majority selected answer 4 or 5, so that, on the whole, the expecta­
tions are confirmed. The Dutch were once more divided on the issue: in both 
versions about half of the respondents chose the В answer (as did the majority 
of the Japanese), but a large minority of almost 40 per cent chose the other 
side. This results in the average answers of the total samples being sig­
nificantly different from each other. In both nation-samples the age variable 
is also quite potent (see*^); there is a clear relation between age and 
answer preference, with the young ones of both nations opting for the most 
"individualistic" answer. These intra-age-group differences are mostly quite 
significant in a statistical sense. 
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II, 4. Group-orientedness versus individualism: summary 
Though it is difficult to describe the distinction "group-orientedness versus 
individualism", it is even harder to define. Yet it is precisely this which 
by many is felt to lie at the root of any comparison between Japan and any 
of the Western industrialized nations. 
This concept being both vague and all-encompassing, one obviously is faced 
with a problem of construct validity when trying to contain the concept in 
any instrument of social science measurement. In addition, there is the pit-
fall of représentât!vity: to what extent can such an instrument be represen-
tative of the concept, especially if the latter is so hard to grasp? 
The scope of the present study is too limited to put even a remote claim to 
having provided a clear definition of group-orientedness versus individualism. 
As far as the representati ν ity goes: the above pages have dealt with 17 
items that were all somehow related to working-life (many of them centering 
on a choice between company-priority versus self-priority). In other words, 
the construct itself was narrowed down to "group-orientedness versus indi­
vidualism as manifested in everyday working-life". But still, the 17 items 
selected are a far cry from being a complete set, representative of a . 
worker's life in his company. 
In spite of all such limitations, one can set out to evaluate the findings 
presented above: they seem rather consistently to point in a certain direc­
tion. The Dutch appear to give priority to individual interests rather than 
those of their company, but are certainly not diehard egotists either, as 
far as their co-workers are concerned. The Japanese, even if not forgetting 
their private interests, indeed seem to be more inclined to give priority 
to the company and the work group , without necessarily caring very much 
about person-to-person relations as such. 
« 
Company and work group are not the same, though they may easily be taken 
together as a contrast to the individual self. Certainly for a Japanese 
individual, the immediate work group possesses the greatest priority, if 
compared with an outside agent, or with another group within the same com­
pany. However, such a within-company distinction tends to fade away when 
outside forces threaten the higher unit. 
For a Dutch individual, the work group is to be equated with the company 
inasmuch as its official existence and targets are derived from those of 
the company (as distinct from its peer-group features). 
-SO-
In more general wording, be it slightly exaggerated for the sake of clarity: 
the Japanese tend to view themselves first of all as tiny particles or cog 
wheels within the larger unit they belong to (i.e. their work,group or their 
company), which is the prime focus of attention and the usual norm for 
evaluation of experiences and practices. This larger unit tends to be hier-
archically structured in the view of the Japanese "cog wheel": the smaller 
lower-level wheel focusses on larger movers and finally on the prime mover 
(the company and its goals). The small wheel in its own right is rather 
irrelevant in this view, though not to be totally overlooked. Colleague-
particles seem to exist of necessity, their existence also largely being 
derived from the larger unit; little personal choice is involved. Outsiders, 
as not being particles of the same larger unit, can either be neglected or 
must be regarded as a threat to the own unit. 
In Holland an individual tends to view himself as an independent unit in 
its own right, with strong importance being attached to feelings of self 
esteem and self sufficiency (autonomy). Colleagues are seen as possessing 
a similar identity and a positive choice of interpersonal relations is more 
likely to occur here than in Japan. The own self is the ultimate norm for 
evaluation of experiences and practices. Outsiders are independent units as 
much as oneself, and therefore are not by necessity to be rejected or seen 
as a threat. However, company and management tend to be viewed as putting 
serious limitations on the self and consequently are rather seen as a threat 
than with positive feelings. 
If one were to try to translate all this into Maslow's terminology, 
the following might be a very simplified representation: the Japanese most 
frequently seem to gravitate towards the second (security) need, emphasizing 
security and predictability even when aspects of social behavior (the next-
higher need) are at issue; for the Dutch this social need is still predomi-
nant, but only in the light of the next-higher needs (esteem and self-actual-
ization). In other words, the Dutch individual will positively seek social 
company, maybe also in order to find (self-)esteem and actualization of the 
self (however limited). However, for the Japanese individual the group is 
an indispensible condition of existence, not positively sought-after. On 
the contrary, Lebra stresses that for a Japanese to find his own identity, 
he must withdraw into social isolation and introspection .(whereas a Dutch 
* 
Lebra, op.cit., pp.158-168. 
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individual presumably would be able to find his identity both within and 
without social company). 
The table below present a concise overview of the major findings re­
ported so far. Each of the items is represented in a short caption, which 
-it is hoped- will easily remind one of its actual content. 
Short overview of G.I. findings 
Brief description 
leisure time with colleagues 
improve one's section's results 
attend weekend trainings 
character in selection 
quit for better job 
quit a poor business 
discuss improvement with colleagues ++ 
character versus skills: boss 
help colleague finish job 
wage versus social relations 
opinion in meeting 
working alone or with others 
talk about personal problem 
worry about early promotion 
check quality of work 
talk about malpractices 
not feel like working hard 
Note 1: ++ means: "clearly chooses the G-pole", + means "tends towards the 
G-pole". 
-- means: "clearly chooses the I-pole", - means "tends towards the 
I-pole'.' 
+ means: the sample is divided, no clear preference for either pole. 
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Note 2: both samples clearly choose the "group-oriented" answer, the Dutch 
significantly more so in one of the versions (a or β). 
Note 3: there is uncertainty as to which answer to score as G-pole and which 
as I-pole (see in the main text sub items G.I.8 and 9). 
The findings seem to justify that "group-orientedness versus individualism" 
(as operationalized in the 17 items of my questionnaire) constitutes a 
powerful criterion of distinction between the Japanese and Dutch blue-collar 
workers in my study. There is no way of proving that this is the major 
criterion, or even one of the major ones. However, the authority of so many 
experts (of whom I have quoted just a few) should be able to convince one 
that indeed "group-orientedness versus individualism" lies at the very heart 
of what makes Japanese and Dutch differ from each other. 
I will therefore follow this line, assuming with confidence (bordering on 
sheer conviction) that "group-orientedness versus individualism" may be 
regarded as a solid base for the interpretation of the differences to be 
found in the following pages, where the factfinding and satisfaction data 
will be dealt with. However, I will wait until the final pages of the present 
book before trying systematically to relate G.I. to satisfaction, however 
hard a task this may turn out to be. 
Note: I am aware of the fact that - methodologically speaking - the instrument 
and procedures, described in Part II, show numerous flaws and suggest the desira­
bility of a more sophisticated approach. It seems that the results certainly 
would justify a more systematic and methodologically balanced study, which 
would pay more attention to proper scale-construction, unidimensionality, 
sharp definition of the concept under study, and the like. However, because 
the present study is primarily an explorative one and was set up to gather 
data rather than to test specific hypotheses, I took the risk of proceeding 
without those measures which might be deemed essential otherwise. Similar 
remarks hold for Part III. 
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PART 111 
CROSSTABULATION RESULTS: FACTFINDING and SATISFACTION (F.S.) 
III.l. Introduction 
In the earlier pages of the present book, I dwelled upon the way the research 
had been set up. One will remember that the main focus of the study was to 
be upon personnel management and related satisfaction patterns.I identified a 
number of personnel management categories: physical working-conditions; 
communications; complaints; unions; recruitment; mutations; remuneration; 
fringe benefits; training; work itself; and "general". Then, through a 
process of construction, modification and elimination, I finally decided 
on a pool of 77 items, by means of which it was intended to gather data 
both on the factual perception of certain practices, and -immediately 
connected- on satisfaction related to this same perception (hereafter I 
will refer to "factfinding and satisfaction"). It is with these factfinding 
and satisfaction (F.S.) items that the bulk of the remaining pages will deal. 
The questionnaire used in this study did not have the pretention of being 
exhaustively representative for personnel management patterns in Japan and 
in Holland, far from it. However, the major aspects seem to be covered, al­
though no real pilot study could be performed to establish validity and 
reliability of the items included. 
Another point worth mentioning here again concerns the fact that I separated 
the 77 F.S. items into 2 versions (a and 3), in which only 8 of these items 
plus the last "general satisfaction" item, were identical. This process was 
performed pretty much at random; also the respondents were divided at 
random into 2 subsamples, the one being given version α and the other ver­
sion в. No claim is held at all that version α and g would be equivalent, 
on the contrary. Actually I performed 2 different studies, using 2 differ­
ent questionnaires and involving 2 different samples drawn from the same 
population (in both nations). However, these 2 studies did deal with basic­
ally the same subject matter at exactly the same place and time (in each 
nation). That is why in the following pages I will treat both "substudies" 
(α and 3) simultaneously, even mixing their respective items up for the 
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sake of my discussion of personnel management and related satisfaction 
patterns. 
111,2. Presentation of the F.S. items 
Although the 77 factfinding-satisfaction items will be presented separately 
below, they will be grouped into units corresponding to specific areas of 
personnel management. Also given are tables containing the major statis­
tical data per item, followed by brief summarizations of what is in the 
tables regarding the factfinding and satisfaction parts of each item res­
pectively. Finally, some comments will be added. 
For the sa<e of a proper understanding of these data, the reader should 
keep following points in mind: 
1. The items will be presented in their original form, be it that for rea­
sons of space available I have decided to omit the second and fourth of 
the five factfinding and satisfaction answers (but I do not expect this 
to cause any major inconvenience); the figures 1,3, and 5 are attached 
to their corresponding answer alternatives, in order to facilitate the 
interpretation of the data in the table below. 
2. The order of "personnel management areas" will be as follows: 
A. Physical working-conditions 
B. Communications and complaints 
C. Unions 
D. Remuneration and fringe benefits 
E. Recruitment and mutations 
F. Training and work itself 
G. General 
I have chosen this order merely for the sake of presentation in this 
report. Note in addition that I have reduced the original number of 11 
categories to seven, on the basis of similarities in the subject matter. 
3. Within each separate area or category of personnel management activities 
I will not observe the strict numerical order of the items to be in­
cluded; neither will I feel inhibited to alternate items taken from 
version α and version В respectively, all this in order to bring together 
such items as make up a distinct unit or subject matter. 
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4. As was the case in the previous section (G.I. items), the total number 
of respondents per item may deviate slightly from the total number in 
each respective sample. It goes without saying that incidental non-
response, double-response, or comparable factors, may have caused elim­
ination of a few respondents on a number of items. The total numbers 
are the same as given sub 11,2,6. 
5. As before, one will notice that the Japanese sample generally shows a 
smaller σ-value than the Dutch sample; the proportion of those who se­
lect "I don't care" as their satisfaction reply is substantially larger 
among the Japanese than among the Dutch (whose non-response ratio was 
much higher). It should be added that the σ-values per age group also 
remain smaller in Japan than those in Holland. 
6. The following tables contain only part of the most relevant statistical 
information; the subsequent summarizations ("Factfinding" and "Satis­
faction") occasionally contain additional data (i.e. not to be found in 
the tables). Space considerations make it prohibitive to include more 
in the tables. If in the summarizations differences are described as 
"X being more or less than Ϋ", one should keep in mind that these differ­
ences are significant at the 0.01 level (or even better), unless spe-
cifically stated otherwise. 
7. The items 13 through 20, identical in version α and g, as well as the 
final "general satisfaction" item 43, will be treated in each of their 
respective personnel management categories, the data of a and в being 
presented together; comparisons between both versions will be made where 
feasible. 
8. Below I will basically present and discuss the same sort of information 
as in the previous pages. The age-group differentiation is identical. 
9. The left-hand side of all tables (except for item 43) will concern the 
factfinding answers obtained, the right-hand side the satisfaction re­
plies. From left to right one finds: factfinding-answers Japan; same 
Holland; satisfaction answers Japan; same Holland. The symbols used in 
* 
As in the case of the G.I. items, comparisons are rarely made between age 
groups in the two different national samples, but they are often made with­
in the same nation. 
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the following tables are exactly the same as the ones used in the tables 
concerning the G.I. items in the previous section, and therefore are not 
expected to cause the reader any extra inconvenience. 
10. The table for item 43 (the last one presented) offers the "general 
satisfaction" data for version α at the left-hand side, those for ver­
sion В at the right-hand side. For the rest everything is similar to 
the other tables. 
111,3. Crosstabulation: the findings per item and block of items. 
Subsection A: Physical_Workin2-Conditions 
Introduction 
The first of the "units corresponding to specific areas of personnel man­
agement" concern what I have called "physical working-conditions". In fact 
this heading is not totally adequate since, apart from items regarding such 
issues as whether one has to work under extreme temperature conditions, 
there are others such as al2, regarding commuting time. I used this first 
set of questions as a stepping stone into part III of this book, since the 
results will probably cause relatively little difficulty, in any case not 
when compared with data about such complex subjects as communication or 
training. 
The following items will be dealt with successively: 
αϊ : Do you ever have to work under conditions of abnormal temperature? 
a31: Is there much risk of having an accident while you are at work? 
612: Do you ever worry that your health may be endangered by your work? 
ßl : Is your work usually very tiring? 
B31: Is your work place often in a big mess? 
639: Is the place where you work usually dirty? 
623: Does it ever happen that your work or work surroundings make it dif-
ficult for you to talk with others? 
»23: Is the canteen in your company cozy enough to go there with your friends? 
a39: Are toilets and wash-places in your work place always clean? 
ocl2: Do you need much time to travel to and from your work? 
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FS item no. αϊ. 
Do you ever have to work under conditions How do you feel about this? 
of abnormal temperature? 
1 no, never* 1 very content* 
3 sometimes 3 I don't care 
5 yes, always 5 very discontent 
Factf. % % % 
1-2 3 4-5 
„ 27 33 41 
0 1
 Й=3,258 σ=1.171 
1 5 26 24 51 
J ¿
 X=3.436 o=1.241 
„ 9 24 67 
JJ
 R=3.871 o=1.005 
1f 23 29 47 
J t
 X=3.410 o=1.155 
t**J3:Jl and J3:J2 
t* 
\ 2 31.130 
Nj 625 
Factf. % % % 
1-2 3 4-5 
m 62 23 15 
Hi
 R=2.321 cr=1.129 
„- 39 41 19 
M¿
 X=2.664 o=1.058 
„, 38 36 26 
ni
 X=2.728 σ=1.230 
H t 44 34 22 
M t
 X=2.612 o=1.159 
t** HI : H3 
t* HI : H2 
\ 2 29.053 
Nh 435 
Satisf. % % % 
1-2 3 4-5 
„ 19 31 49 
d i
 X=3.421 σ=1.053 
,„ 14 34 52 
0 ¿
 X=3.443 a=0.909 
,, 5 51 43 
^
6
 X=3.426 o=0.735 
u 15 36 49 
o t





Satisf. % % % 
1-2 3 4-5 
u, 17 13 70 
Mi
 X=3.638 o=1.220 
H9 11 16 74 
H ¿
 X=3.870 σ=1.146 
H i 11 16 73 
J
 X=3.803 o=1.101 
ut 12 15 72 
x




Jt : H t " Jt : Ht 
Factfinding: total Japanese more frequently than total Dutch; oldest Japan­
ese more than other Japanese; youngest Dutch less than other Dutch; \2 
indicates importance of age factor in either nation. 
Satisfaction: total Japanese less dissatisfied than total Dutch; middle and 
older Dutch significantly more dissatisfied than the 3 Japanese subgroups, 
but no difference with youngest Dutch who -on the other hand- do not sig­
nificantly differ from the Japanese groups either; \2 indicates a role of 
age in the Japanese sample; over 1/3 of the Japanese selects answer 3 (as 
compared with about 15% of the Dutch). 
Comments: While the Dutch indicate a lower frequency of "having to work un-
der abnormal temperatures", they still turn out to be more dissatisfied than 
the Japanese, notably the older Dutch. An explanation for the apparent great­
er tolerance of extreme temperature conditions on the Japanese side may lie 
in the Japanese climate with its oppressingly humid heat in summer and often 
cold winters. The Dutch seem less accustomed to extreme climatological con­
ditions than the Japanese. 
* 
From here on, the second and fourth answer choices will not be given any 
more, for space reasons. 
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FS item no. α31. 
Is there much risk of having an 
accident while you are at work? 
1 yes, much risk 
3 not so much risk 
5 no risk whatsoever 
How do you feel about this? 
1 very content 
3 1 don't care 
5 very discontent 
Factf. % 
1-2 
11 3 9 0 1
 X=2.721 
1? 4 7 ¿
 X=2.583 
η
 4 0 
d J
 X=2.672 
















Factf. % % % 
1-2 3 4-5 
m
 40 35 26 
M i
 X=2.798 σ=0.934 
w 39 31 31 
M ¿
 X=2.868 σ=0.969 
u, 42 32 26 
"
J
 Χ=2.697 σ=1.027 
H t . 41 33 27 
"
τ





Satisf. °L % % 
1-2 3 4-5 
,, 21 32 47 
d i
 Χ=3.332 σ=0.979 
,, 19 32 49 
J ¿
 Χ=3.446 σ=1.031 
,, 20 31 49 
d J
 Χ=3.345 σ=0.900 
,. 20 32 48 
0 1








Hl - 4 7 
И 1
 Х=2.932 
H? - 4 7 H¿
 Х=2.912 
НЗ -
 4 5 
J
 Х=3.126 



















Jt : Ht η.s. Jt : Ht ** 
Factfinding: both total samples report there is some accident risk to exist, 
about the same level. No aae differences in either sample. 
Satisfaction: total Dutch less dissatisfied than total Japanese; almost 1/3 
of all Japanese choose answer 3; about as many Dutch select answers 1-2 as 
4-5; age makes no difference in either sample. 
Comments: Why do the factfinding responses of both samples not differ to 
any notable extent, while the satisfaction answers do differ? No ready an­
swer seems to be available, but I would like to proffer at least one effort 
at explanation: safety consciousness. Safety campaigns seem to attract more 
attention in Japan than in Holland (my own observation); the Japanese worker 
is constantly reminded of the need to put "safety first" with a heavy em­
phasis on individual responsibility to observe the regulations. It may be 
that a keener awareness of safety risks on the part of the Japanese workers 
in my study causes them to feel more disgruntled about existing hazards 
than their Dutch colleagues (who generally make the impression of caring 
less about safety regulations). But this explanation is no more than 
speculative. 
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FS item no. ßl2. 
Do you ever worry that your health 
may be endangered by your work? 
1 yes, very often 
3 sometimes 
5 no, never 
How do you feel about this? 
1 very content 
3 I don't care 
5 very discontent 
Factf. % % % 
1-2 3 4-5 
,, 37 32 31 
Ji
 X=2.874 σ=1.027 
,, 34 43 23 
^ X=2.868 σ=0.995 
n
 26 41 32 
J J
 X=3.035 σ=0.991 
l t 34 37 29 
ο τ
 X=2.902 o=1.012 
t** 
t* 
\ 2 (16.775) 
Nj 614 
Factf. % % I 
1-2 3 4-5 
u, 19 24 57 
M i
 X=3.571 o=1.187 
u9 40 22 37 
nL
 X=2.944 o=1.332 
„, 42 34 24 
H J
 X=2.696 o=1.315 
Mt 37 30 34 
Π ΐ
 X=2.949 o=1.287 
t**Hl:H2 and H1:H3 
t* 
X 2 44.018 
Nh 410 
Satisf. % % % 
1-2 3 4-5 
,, 22 26 53 
J i
 X=3.394 o=1.063 
1 9 14 39 47 J ¿
 X=3.387 o=1.012 
n 22 43 35 
JJ
 X=3.167 o=0.898 
,. 20 32 49 
d t
 X=3.350 o=1.020 
t» 
t* Jl : J3 
X2 27.298 
Nj 612 
Satisf. % % % 
1-2 3 4-5 
HI 4 4 4 5 2 nl
 X=3.133 o=1.482 
n9 27 4 68 
M ¿
 X=3.611 o=1.458 
HI 19 4 77 HJ
 X=3.883 o=1.315 
Ht 2 7 4 7 0 nz
 X=3.656 o=1.380 
t** HI : H3 
t* HI : H2 
X 2 26.995 
Nh 410 
Jt : Ht η.s. Jt : Ht *ж 
Factfinding: total Japanese versus total Dutch: no difference ("sometimes"); 
but young Dutch much less frequently dissatisfied than any of the other 
subgroups; X 2 reveals age to be relevant in Holland (slightly in Japan). 
Satisfaction: total Dutch more dissatisfied than total Japanese; youngest 
Dutch not different from any Japanese age group, but less dissatisfied than 
the other Dutch (notably the oldest); "\2 indicates that the age factor is 
important in both samples, but its effect works in oooosite directions. 
Comments: Contrary to the previous item (a31), here the Dutch turn out to 
be more dissatisfied, even though (with exception of the youngest Dutch) 
the factfinding answers are rather similar. It is interesting to note that 
in the Japanese sample the oldest are least dissatisfied, while in the 
Dutch sample it is the youngest who take that position, with the oldest 
Dutch expressing relatively strong dissatisfaction. How to explain the 
greater dissatisfaction in the Dutch ranks? As in the previous item, no 
ready explanation is available, but I venture to give one, however specu­
lative: while in Holland rather little stress seems to be placed on ob­
servance of safety regulations by individual workers, much public attention 
is paid to the responsibility of management to eliminate health risks, 
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ostensibly more so than in Japan. Thus while the previous item related 
more to the worker's own responsibility, here the ball seems to be put in 
management's court. 
Seen from this point of view, the observed age-differences may gain extra 
importance for the interpretation: the oldest Japanese (least dissatisfied) 
appear to have more faith in their management for protection against health 
risks than do the youngest. Within the Dutch sample these positions are 
reversed, the oldest Dutch seemingly most keenly aware of the "fact" that 
higher management cannot be relied upon as a protector of workers' interests. 
(Admittedly, this is not really very clear here, but the pattern will come 
back repeatedly: older Dutch showing rather strong distrust of management, 
and youngest Dutch displaying a seemingly less critical attitude towards 
the same; in Japan these positions usually are opposite, the youngest ones 
being quite critical and the older ones rather management-friendly). 
Note. It has been suggested that the expressed attitude of the youngest 
Dutch group would be a reflection of indifference rather than leniency to-
wards management. I do not want to reject the "indifference explanation" 
out of hand as untenable (too often young Dutch workers indeed make the 
impression they could not care less), but I have difficulty combining the 
repeatedly given expression of substantial satisfaction with such indiffer-
ence; moreover: why would they not have chosen the "I don't care" answer 
if their basic attitude were one of indifference? This induces me to 
wonder if the outspoken indifference as often demonstrated by many young 
Dutch workers is in fact not feigned rather than real. An anonymous study 
like mine would offer a chance to reveal more of one's inner feelings, which 
the younger group would not dream of venturing in public. This is not to 
say that therefore the youngest Dutch apparently identify with management. 
Maybe it is rather a matter of a vague idealism, of unspoken expectations 
whose fulfilment still might be possible (I will return to this issue 
later on). 
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FS item no. ßl. 
Is your work usually very tiring? 
1 no, almost never 
3 sometimes 
5 yes, always 
How do you feel about this7 
1 very content 
3 I don't care 
5 very discontent 
Factf. % % % 
1-2 3 4-5 
Factf. 
1-2 3 4-5 
Satisf. % I % 
1-2 3 4-5 
Satisf. % % % 
1-2 3 4-5 
Jl 5 51 44 X=3.487 σ=0.759 
m
 36 59 5 
X=2.536 σ=0.813 Jl 
10 62 29 
X=3.232 σ=0.702 
m
 31 45 24 
X=2.876 σ=0.997 
J2 4 45 51 X=3.638 σ=0.824 H2 
15 62 24 
X=3.068 σ=0.764 J2 
11 64 25 
X=3.164 σ=0.711 H2 
17 49 32 
X=3.151 σ=0.902 
J3 2 52 46 X=3.583 σ=0.746 
Mì 14 60 27 
X=3.118 σ=0.925 J3 
9 61 30 
X=3.289 σ=0.734 НЗ 
21 37 42 
X=3.255 σ=0.997 
Jt 4 50 45 X=3.542 σ=0.773 
H t 20 60 20 
1
 X=2.970 σ=0.869 
,. 10 62 28 
J t
 X=3.226 σ=0.710 
η. 23 41 36 
ητ
· X=3.146 σ=0.980 
.XJt 
Nj 616 
t**Hl:H2 and H1:H3 
t 
X 2 39.279 
Nh 407 
ж* 





Jt : Ht Jt 
409 
Ht η.s. 
Factfinding: the Japanese report a perception of "quite some tiring work", 
apparently much more frequently than the Dutch (notably the youngest, see 
also X 2 ) . 
Satisfaction: no difference between the total samples; young Dutch least 
dissatisfied; in both samples the 3-answer is chosen very frequently: over 
60% of Japanese, and over 40°» of Dutch. 
Comments: The choice of the "1 don't care" answer here probably reflects 
what it says: I don't care(that I have to work hard). In quite a number of 
other cases I am inclined to interpret a large proportion of such 3-answers 
(satisfaction) as either lack of interest or as an inability to answer 
properly. If now the 3-answer does seem to make sense in its own right, 
how can we interpret the fact that the Dutch on the one hand report a lower 
occurrence of getting tired, but on the other hand about the same level of 
dissatisfaction as the Japanese (except for the youngest)7 Does this mirror 
a relatively greater willingness on the part of the Japanese to identify 
themselves with the company's interests7 This would seem to coincide with 
some of the G.I. findings, at least as far as the older workers are con­
cerned. Note again the inclination of the youngest Dutch to hold a less 
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critical attitude. 
An interesting point can be raised as to whether the Japanese perception 
of "quite some tiring work" (substantially more so than what their Dutch 
counterparts indicate), in actual practice corresponds to their indeed 
getting more tired than the Dutch. In spite of the often comparatively 
higher labor productivity in Japan, I don't see any inescapable reason to 
assume that our Japanese respondents indeed carry a heavier workload than 
their Dutch colleagues, while the willingness to work is at least as high 
in Japan as in Holland (probably much higher). 
I have a hunch that in Japan it is more fashionable to stress how 
tired one is: on the one hand this might reflect one's contribution to the 
realization of the group's goals, and on the other it invites the conver­
sation partner to "shower" amae need fulfilment on the speaker (I have 
always been surprised about the variety of ways one can in Japanese express 
empathy for someone else's supposed level of exhaustion: being tired seems 
to serve enhancement of social prestige). In addition, Japanese generally 
seem to have rather strong hypochondriac inclinations. 
Contrastingly, I feel that Dutch people might rather prefer to keep 
their ailments and feelings of tiredness to themselves; somehow the con­
sensus seems to be that one should not "advertise" such matters (certainly 
not in comparison to the prevailing attitude in Japan). Being tired re­
flects a certain weakness which one is supposed not to divulge too readily. 
Maybe these observations can help to explain the differences found in the 
factfinding answers. 
ж 
As many authors have pointed out. See, for example, T.S.Lebra: "Japanese 
Patterns of Behavior" (University Press of Hawaii, 1976), p.164 and 217-226. 
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FS item no. ß31. 
Is your work place often in a big mess? How do you feel about this? 
1 yes, always 1 very content 
3 sometimes 3 I don't care 
5 no, never 5 very discontent 
Factf. % % % 
1-2 3 4-5 
„ 23 39 39 
1
 X=3.217 σ=0.988 
,- 21 44 35 
X=3.191 σ=0.894 
n
 12 50 38 
0 J
 X=3.348 σ=0.875 
,. 20 42 38 
1
 X=3.235 σ=0.944 
t« 
t* 
\ 2 ' 
Nj 617 
Factf. 1 % % 
1-2 3 4-5 
μ ι 18 23 59 
H i
 X=3.505 σ=1.195 
η, 31 32 38 
H ¿
 X=3.041 o=1.066 
η, 23 31 45 
"
J
 X=3.268 o=1.180 
H t 23 30 47 
Μ τ
 X=3.283 o=1.163 
t « 
t* Hl : H2 
\ 2 
Nh 407 
Satisf. % % % 
1-2 3 4-5 
η 31 24 45 
üi
 X=3.171 σ=1.069 
1 7 29 21 50 ù
 X=3.219 o=1.041 
14 31 24 45 
dJ
 X=3.123 o=0.992 
,. 31 23 46 
0 1




Satisf. % % % 
1-2 3 4-5 
m 48 12 40 
nl
 X=2.853 o=1.501 
u9 29 12 59 
¿
 X=3.472 o=1.333 
u, 39 5 56 
HJ
 X=3.280 o=1.420 
Mt 40 8 53 
τ
 X=3.214 o=1.423 
t** Hl : H2 
t* Hl : H3 
\ 2 21.326 
Nh 406 
Jt : Ht η.s. Jt : Ht η.s. 
Factfinding: both total samples about equal, but youngest Dutch somewhat 
less than most other age groups. 
Satisfaction: youngest Dutch tending towards mild satisfaction, all other 
groups some dissatisfaction (notably middle Dutch); 23% of the Japanese 
take 3-answer, and about 8% of the Dutch. 
Comments: not much to be said here, except that the youngest Dutch once 
more display an inclination towards more satisfaction, while the middle 
Dutch group draws attention because of an apparent more negative attitude 
(this will be commented on at a later point). 
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FS item no. ß39. 
Is the place where you work 
usually dirty? 
1 no, never 
3 sometimes 
5 yes, always 
How do you feel about this? 
1 very content 
3 I don't care 
5 very discontent 
Factf. t % % 
1-2 3 4-5 
Factf. 
1-2 3 4-5 
Satisf. t % % 
1-2 3 4-5 
Satisf. % % % 
1-2 3 4-5 
Jl 30 43 26 X=3.020 σ=0.922 HI 
49 33 17 
X=2.639 σ=1.105 
,. 27 33 41 
d i
 X=3.215 σ=0.977 HI 
53 13 34 
X=2.649 σ=1.363 
17 24 56 21 ¿
 X=2.987 σ=0.8Π 
ur, 37 27 36 
n¿
 X=3.000 σ=1.123 
1? 24 31 45 ¿
 X=3.230 σ=0.956 
n ? 39 10 52 
ά
 X=3.233 σ=1.400 
J3 30 56 15 X=2.885 σ=0.817 НЗ 
30 30 40 
X=3.132 σ=1.225 J3 
32 32 37 
X=3.053 σ=0.930 НЗ 
32 7 61 
X=3.387 σ=1.420 
Jt 28 49 23 X=2.987 σ=0.875 Ht 
36 30 34 
X=2.990 o=1.178 
,. 27 32 41 
J t
 X=3.183 σ=0.961 Ht 









Hl : НЗ 






Jt : Ht η.s. 






Jt : Ht η.s. 
Factfinding: rather much like the previous item; young Dutch report lesser 
frequency than most other subgroups; total samples about same level ;\¿ 
reveals a role for the age-factor in the Dutch sample. 
Satisfaction: 32% of the Japanese chooses the 3-answer, 9% of the Dutch; 
youngest Dutch some satisfaction, all other groups rather dissatisfaction 
than satisfaction. 
Comments: This is one of the items which I had intended for use in version 
a-, faulty communication with the printers, combined with my inability at 
the time to read my own Japanese questionnaire, caused this item to become 
part of version β, thus covering once more at least part of what item 331 
had been aimed at. The results of both items resemble each other pretty 
much, with the youngest Dutch expressing least criticism again. 
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FS item no. ß23. 
Does it ever happen that your work or 
work surroundings make it difficult for 




How do you feel about this? 
1 very content 
3 I don't care 
5 very discontent 
Factf. % % % 
1-2 3 4-5 
„ 59 27 14 
0 1
 X=2.410 σ=1.033 
,- 56 30 14 
^
ù
 X=2.397 σ=1.036 
,, 50 28 22 
0,3
 X=2.526 σ=1.223 
l t 57 28 15 J X







μι - б 7 
X=2.204 
И? - 6 7 M ¿
 X=2.164 
m - 69 HJ
 X=1.962 

















Satisf. % % % 
1-2 3 4-5 
,, 42 36 22 
0 1
 X=2.748 o=1.004 
,, 46 30 24 
J ¿
 X=2.662 o=1.029 
n 47 33 20 
J
 X=2.658 o=0.944 
,. 44 34 22 
J t





Satisf. % % % 
1-2 3 4-5 
и, 67 5 28 
n i
 X=2.316 o=1.306 
H 9 63 5 32 
"
¿
 X=2.425 o=1.344 
u, 64 7 28 
"^ X=2.414 o=1.374 
и +
 65 6 28 
"
z





Jt : Ht ** Jt : Ht ** 
Factfinding: the Dutch, as a total, report less difficulty in talking with 
others while on the job; notably the oldest Dutch do so. 
Satisfaction: all Dutch subgroups appear quite satisfied; the Japanese 
average represents more moderate satisfaction; over 1/3 of the Japanese 
choose the 3-answer, as against about 6% of the Dutch; differences among 
age groups are not impressive. 
Comments: Are Japanese industrial plants noisier than Dutch ones? For sure, 
noise seems to be more omnipresent in Japan than in Holland, but most 
Japanese do not seem to care so much, barely even notice it. Does the 
perception of more noise by the Japanese reflect an objective situation? 
Possibly so, but I am in no position to confirm or deny such. However, 
looking at the satisfaction side, one is inclined to see the answer pat­
terns as a basis for the interpretation that interpersonal contacts with 
peers are more rewarding and desirable for the Dutch than for the Japanese. 
This would be in line with the G.I. no.9-finding that a majority of the 
Dutch would prefer working with others rather than alone, while many of 
the Japanese opted the other way around. Interestingly, in a side study 
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with this same questionnaire, Japanese female workers expressed a rather 
strong discontent about not being able to talk, indicating this meant 
much to them; their male counterparts showed little concern, if at all. 
Some attention must be given again here to "the priority that the 
Japanese attach to implicit, nonverbal, intuitive communication over an 
explicit, verbal, rational exchange of information.**" Japanese seem to 
need less words to realize communication than do Westerners; in other 
words, it may be that Japanese just need less direct verbal contact with 
their peer workers to understand each other; consequently, it would be 
less relevant if noise makes talking difficult. 
* 
As reported in my article "Hatarakigai no Kokusai Chosa: Nihon ni Oite 
Chosa Hokoku" (An International Study of Motivation: progress report on 
the Japanese part), in Romukenkyu, vol.25, July 1972 (Tokyo, Nihon Romu-
kenkyukai), pp. 20-34. See also Nihon Keizai Shimbun (Japan Economic 
Daily), May 24, 1972. 
** 
T.S. Lebra, op. cit., 46. 
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FS item no. α23. 
Is the canteen in your company cozy 
enough to go there with your friends? 
1 no, it is not cozy at all 
3 not so cozy 
5 yes, it is very cozy 
How do you feel about this? 
1 very content 
3 I don't care 
5 very discontent 
Factf. % % % 
1-2 3 4-5 
Factf. % % % 
1-2 3 4-5 
Satisf. % % % 
1-2 3 4-5 
Satisf. % % % 
1-2 3 4-5 
Jl 20 33 48 
X=3.295 o=1.036 HI 
17 29 54 
X=3.346 o=1.133 Jl 
39 28 33 
X=2.962 o=1.109 HI 
54 17 29 
X=2.683 o=1.273 
1 7 12 37 51 C
 X=3.447 σ=0.890 H2 
43 19 39 
X=2.735 o=1.262 J2 
38 36 26 
X=2.856 o=0.978 H2 
37 13 50 
X=3.283 o=1.340 
J3 12 35 54 X=3.419 o=0.870 H3 
19 12 69 
X=3.561 o=1.182 J3 
36 42 22 
X=2.829 σ=0.899 H3 
68 12 21 
X=2.451 o=1.197 
Jt 16 34 49 
X=3.349 σ=0.975 Ht 
25 18 57 
X=3.287 o=1.191 Jt 
38 32 30 
X=2.916 o=1.044 Ht 




t**H2:Hl and H2:H3 
* 
t 
X 2 48.002 
Nh 422 










* Jt : Ht 
Factfinding: the total averages are not significantly different, but H2 
scores much lower than any of the other subgroups (in either sample); a 
remarkable 10% of the oldest Japanese group does not answer this item at 
all. 
Satisfaction: comparable picture: the middle Dutch (H2) are more dis­
satisfied than any other group, contrasting most starkly with the oldest 
Dutch (who are most satisfied); 1/3 of all Japanese chooses the 3-answer, 
and 14% of the Dutch. 
Comments: The Japanese age groups seem rather unanimous in their appraisals, 
though the issue does not really appear to have a strong appeal to them. 
The young and oldest Dutch, meanwhile, seem quite content with the very 
same facility that elicits criticism from the middle group. 
Why are the answers of this middle group (age 26-35) so conspicuously less 
favorable (not only here, but at many other points)? For one thing, this 
group is likely to have the heaviest burdens of family responsibilities. 
Second (and more importantly): this group is the one most keenly aware of 
a ratrace for promotion under the conditions prevailing in Dutch industry: 
people to be promoted are most likely chosen from their ranks (the 
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younger ones don't care very much about promotion yet, and the older ones 
have lost the illusion over the years). And finally (but related): while 
the youngest still may foster a general feeling of optimism about their 
working situation and their future chances, it is the middle group that 
meanwhile has gathered enough sour experience to have lost faith, result-
ing in a general feeling of frustration; the oldest group has given up 
hope and does not even feel a grudge about their situation any more. 
This special position of the middle group is not as clearly found in Japan, 
probably largely because of the still widely accepted practice of seniority-
based promotion. (As we will see later, in Japan it is the youngest group 
that shows most signs of frustration). To return to the item at hand 
(ct23): either feelings of competition or an idea that socializing with 
others might be considered too frivolous a pastime and therefore damaging 
to promotion chances may cause the middle Dutch group to shun away from 
the canteen as such (meanwhile blaming it for being a lousy place). Or 
maybe they use this item to give vent to this "general feeling of frus-
tration." 
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FS item no. α39. 
Are toilets and wash-places in your 
work place always citan? 
1 yes, always 
3 not always 
5 no, mostly quite dirty 
How do you feel about this? 
1 very content 
3 I don't care 
5 very discontent 
Factf. t % % 
1-2 3 4-5 
Factf. % % % 
1-2 3 4-5 
Satisf. % % % 
1-2 3 4-5 
Satisf. % % % 
1-2 3 4-5 
„ 58 29 13 
1
 X=2.424 σ=0.952 HI 
70 16 14 
X=2.076 σ=1.127 Jl 
48 17 35 
X=2.848 σ=1.143 HI 
72 3 25 
X=2.190 σ=1.493 
1? 66 21 13 
ά
 X=2.248 o=1.007 H2 
56 23 20 
X=2.509 o=1.228 
,- 52 17 30 
X=2.684 σ=1.146 H2 
51 2 47 
X=2.966 o=1.671 
J3 63 26 11 X=2.328 o=0.926 
и, 68 22 10 
J
 X=2.120 o=1.070 J3 
49 19 31 
X=2.783 o=1.133 H3 
67 0 33 
χ=2.447 σ=1.496 
Jt 60 27 13 X=2.369 o=0.959 
uf 66 21 14 
ητ
 X=2.211 o=1.127 
n
 49 17 33 
X=2.801 o=1.142 Ht 












Jt : Ht 
t**H2:Hl and H2:H3 
t* 
X 2 28.050 
Nh 429 
** 
Jt : Ht 
Factfinding: total Dutch sample gives a "better" response than the Japanese 
one (0.05 level); still the middle Dutch again take a special position, 
scoring far less than the other Dutch. 
Satisfaction: H2 far less satisfied than the other Dutch, but close to all 
Japanese subgroups (who are not dissatisfied either); relatively few (17%) 
of the Japanese choose answer 3. 
Comments: The factfinding responses (except of H2) seem to be congruent with 
my own observations: sanitary facilities in Japanese plants often are of 
questionable standard, those in Holland generally far better. Still, the Jap­
anese sample does not seem dissatisfied, probably because the plants involved 
in this study were relatively superior within Japan, as far as their sanitary 
provisions were concerned (for workers in one particular plant even a cause 
for very strong satisfaction and apparent pride). Young and oldest Dutch are 
quite content (though not exaggeratedly so: it is a matter of course) with 
the condition of their sanitary provisions, but the middle group again gives 
a puzzling answer: the least satisfied of all. It is not clear why this group 
reacts the way it does. Is this a manner of expressing disgust about a ques­
tionnaire asking such trivial questions, while everyday working life presents 
a starker reality? Or is it again some sort of halo-effect, mirroring their 
general feeling of dissatisfaction with their situation? 
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FS item no. al2. 
Do you need much time to travel to 
and from your work? 
1 no, very little time 
3 quite some time 
5 yes, a very long time 
How do you feel about this? 
1 very content 
3 I don't care 
5 very discontent 
Factf. % % % 
1-2 3 4-5 
,, 70 16 14 
1
 X=2.194 σ=1.049 
1 5 60 22 19 
J ¿
 X=2.427 o=1.077 
n 62 22 15 
J
 X=2.339 o=1.087 
lt 66 19 15 
ъ
 X=2.270 σ=1.062 
t " 
t* Jl : J2 
X 2 
Nj 623 
Factf. % % % 
1-2 3 4-5 
m
 48 28 24 
M i
 X=2.604 o=1.138 
n 9 70 18 13 
nL
 X=2.281 o=0.913 
μ ί 57 26 17 
H J
 X=2.422 o=1.171 
H t 59 24 17 
"
L
 X=2.429 o=1.095 
t* HI : H2 
X 2 28.517 
Nh 431 
Satisf. % % % 
1-2 3 4-5 
„ 44 41 15 
J i
 X=2.573 o=0.967 
1 9 49 41 10 
J ¿
 X=2.481 o=0.868 
n 45 45 10 
JJ
 X=2.584 σ=0.849 
,. 45 42 14 
ο τ






Satisf. % % % 
1-2 3 4-5 
μ ι 49 19 32 
И 1
 X=2.632 o=1.396 
n? 65 13 22 
^ X=2.325 o=1.232 
u. 61 14 26 
M J
 X=2.365 o=1.311 
и +
 59 15 26 
x





Jt : Ht' Jt : Ht n.s. 
Factfinding: HI (youngest Dutch) deserves attention: by far the "longest" 
perception; Jl (youngest Japanese) tends most towards the opposite; "X? 
reveals a role of importance for the age-factor in the Dutch sample. 
Satisfaction: almost 42Й of the Japanese choose the 3-answer, as against 
15% of the Dutch; virtually no differences found between the average 
responses. 
Comments: Now, this one is quite a surprise: the average answer of all 
Japanese indicates they feel their commuting time is not that long, shorter 
in fact than what the Dutch report (even though the difference -significant 
at 0.05 level- is largely attributable to the youngest Dutch). It has not 
been my aim to establish exactly how much time is absorbed by commuting to 
and fro, so it may be that incidentally many Dutch respondents need longer 
than most Japanese in my samples (but I doubt even that): in general, 
Japanese seem to commute much longer than Dutch do (in Tokyo, the average 
commuting time per crammed transportation-means approaches one hour and 
20 minutes, each way). It is possible, though, that among the young Dutch 
there are relatively more who have to travel rather far every day to their 
place of work (later they are likely to move closer-by or to change jobs), 
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while in contrast rather many young Japanese workers live in company-
provided dormitories, not far from their work. Moreover, the perception 
seems strongly influenced by what is considered the socially-acceptable 
norm for commuting, and this norm happens to be shorter in Holland, no 
doubt. Still, in spite of the differences in perception of "reality", 
the satisfaction answers barely show any differences: the general feeling 
is one of mild satisfaction. And many Japanese just don't care: it is the 
way it is. 
Summary: physical working-conditions (subsection A) 
In the summaries following each of the subsections concerning separate areas 
of personnel management, I shall try briefly to recapitulate the major find-
ings reported in the preceding pages. I will not present a broader inter-
pretation in these summaries yet, since I intend to integrate the main points 
in the final part of this book. By then I will also try to shed some light 
upon the relation between "group-orientedness v.s. individualism" and job 
satisfaction. The subsection on "physical working-conditions" offers a plat-
form for making the following observations*. 
1. Among the Japanese we find a tendency for satisfaction to increase with rising 
age. Recalling the views of Nakane and Doi, I would like to proffer this 
interpretation: with climbing seniority years, one's ranking and vertical 
relations with relevant superiors (Nakane) are likely to grow in level and 
quality, which results in improved fulfilment of one's amae-need (Doi). But, 
in contrast, younger Japanese workers are often treated or at least regarded 
as actual outsiders which means as yet insufficient satisfaction of their 
amae-need, strengthened by their inferior ranking and lack of relevant 
vertical relations. In everyday terminology: seniority in Japan is the key 
to personal satisfaction. 
2. Among the Dutch we find 2 divergent patterns. If it comes to peer-group 
relations most Dutch are quite satisfied (as also was seen in the G.I.-
findings), most notably the oldest group. If it comes to an evaluation of 
virtually anything in which management plays a role (or is thought to do so), 
the young Dutch (up to age 25, or so) display a less critical attitude 
towards management than do the "older" ones. Granted, 
« 
Several of the following points are mentioned here without actually having a 
clear ground in the data, yet: they appear here since their relevance will come 
up time and again in the subsequent pages. 
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this interpretation is still quite speculative at this point, but the 
first signs already seem to show up in the present subsection. 
3. The Japanese do not express as strong feelings about their peer-group as 
do the Dutch; dissatisfaction about relations with their equals does 
not show either. It would go too far to diagnose outright indifference 
for peer-group ties among Japanese, but when compared with their Dutch 
counterparts they certainly hover close to indifference. This, again, 
is not quite apparent at this point yet (but see, for example, 323). 
4. The middle Dutch group (age 26-35) is conspicuous in its occasionally 
rather negative attitude (also this will be seen more often from now)**. 
One explanation can refer to the special position these people occupy 
within my sample, because of the fact that I only have included blue-
collar workers without any managerial responsibility whatsoever (I even 
excluded group leaders where they had been formally appointed as such): 
it is exactly from the age group concerned that candidates for promotion 
are chosen, so those concerned (who are also the ones with the commonly 
heaviest family burdens) are likely to concentrate very much on promotion 
chances, but only a few can make it; this cannot but cause quite some 
frustration. The youngest Dutch, meanwhile, do not seem to worry very 
much about promotion yet (they are also highly mobile); in fact, they 
still seem to foster rather high, be it mostly vague, expectations which 
the middle group is discarding in an embittered mood. The oldest group 
(i.e., those who have little chance left to be promoted through official 
channels) seems to have given up; instead they rely on their influence 
within the peer group to gain betterment of their position (see later). 
5. Safety-consciousness seems to be more highly developed among the Japanese 
than among the Dutch. While in Holland -typically- the observance of 
safety regulations is largely left to each individual, in Japan it seems 
to be more common for a total work group to make sure regulations are 
* 
Chie Nakane points out that the Japanese language does not have just one 
word for "colleague", but at least three of them, corresponding to subtle 
differences in ranking. (See her "Japanese Society", Pelican edition, 1974, 
pp.27-28). See also Lebra, op.cit., pp.70-72; 77. 
** 
We encountered the same phenomenon in Part II; see, for example, G.I. item 
nos. 6 and 9. 
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followed up and improvements brought about in the actual safety condi­
tions. (It is not exceptional for groups publicly to display their 
resolutions and targets regarding improvement of their safety records, 
while "safety first" flags and bill-boards can be found everywhere ). 
6. Sub item cxl2 (re-commuting time) we found a clear indication of some dis­
crepancy existing between subjective perception and objective reality: 
"the perception seems strongly influenced by what is considered the 
socially-acceptable norm". Such discrepancies, in fact, may interfere 
with any of the items in this study (even though not always as obviously 
as sub al2): the beholder's eye. It is not always easy to identify such 
differences, and take them into explicit consideration while inter­
preting the data. 
7. Generally speaking (notably also hereafter) the Japanese show a greater 
cohesion than the Dutch in their answers, i.e. Japanese σ-values usually 
turn out lower than Dutch ones; while the Dutch seem to feel uninhibited 
to choose extreme answer-alternatives (scored as either 1 or 5), the 
Japanese appear more inclined to gravitate around the middle of the scale 
(scored as 3). I have heard some tentative explanations such as: Japanese 
are "pattern thinkers", everything must fit into one neat pattern so 
cognitive dissonance can be avoided; on the opposite side, Dutch are much 
more apt to combine starkly contrasting views and at the same time have 
an inclination to express extreme views rather than a compromise middle-
road. I don't really dare to submit an opinion on this matter, even 
though the "pattern thinking" hypothesis has a special appeal to me . 
(All this naturally in addition to what I said before about the 3-answer 
"I don't care" possibly being chosen as an expression of indifference 
regarding the survey itself or reluctance to cooperate). 
* 
For a fine example, see our "Werken in Japan" (Van Gorcum, Assen, 1975) pp. 
19-20. 
*« 
Mahler reports a similar finding in his investigations on the self concept 
in Japan: ".... the Japanese subjects give fewer "5" and "1" responses than 
do American subjects, and accordingly, the Japanese subjects give more "3" 
responses than do American subjects". (Quoted from: Psychologia, 1976, 19, 
131). He adds that these Japanese reactions "probably reflect a cultural 




For subsection В I take together the items concerning communication and 
those regarding complaints. One may expect that -more than the previous one-
this subsection will yield a wealth of information, since it deals much more 
directly with the essence of human interrelations, i.e. that area where im­
portant differences between Japan and Holland appear to exist. 
The following items will be presented successively: 
a2 : Do they ever keep things secret from you that you actually ought to 
know about? 
αβ16: Do the workers always get enough information about what is going on 
in your company? 
αβ20: Generally speaking, are workers in your company properly rewarded for 
any good suggestions they make? 
a26 : Are you ever asked about what you think is the best way to do your job? 
e26 : If you are asked to do a certain job, are you also told why this has 
to be done? 
827 : Do you think that disciplinary action taken in your company is always 
fair? 
g32 : Do they mostly treat you as an adult person, when you are caught dis­
regarding some company regulation? 
g2 : If someone in your company complains about something, will he expect 
to be discriminated against? 
a27 : Are complaints in your company always dealt with fairly? 
a32 : Are workers in your company always taken seriously when complaining 
about something? 
аЗЗ : Does the group in which you work ever get together to discuss all 
sorts of things? 
аЗ : Is the group in which you work usually capable of solving problems on 
its own? 
e3 : If there are problems with the boss, are these usually solved through 
informal consultation? 
β33 : Is it easy to contact your boss while you are at work? 
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The majority of the above items (a2 through a.32, i.e. all except the last 
four) refer to communication between the worker and "higher-up" (which 
usually does not include the immediate boss who is in daily face-to-face 
contact with his men). The remaining items rather refer to the communica­
tion with peers in the work group (but also including the immediate, first 
level boss). Below I shall refer to "vertical" versus "horizontal" commu­
nication in describing these aspects. For a proper understanding of the 
following pages, this distinction is essential. 
FS item no. a2 ("vertical") 
Do they ever keep things secret from you How do you feel about this? 
that you actually ought to know about? 
1 yes, always 1 very content 
3 sometimes 3 I don't care 
5 no, never 5 very discontent 
Factf. % % % 
1-2 3 4-5 
16 54 29 
X=3.130 σ=0.738 
19 41 41 
X=3.203 σ=0.830 
13 54 33 
X=3.230 σ=0.787 







Factf. % % % 
1-2 3 4-5 
W1 20 36 45 
И і
 X=3.415 σ=1.148 
M, 24 46 30 
H¿
 X=3.104 σ=1.074 
м„ 29 43 29 
^ X=3.024 σ=1.209 
u
. 26 42 33 
H t
 X=3.143 σ=1.157 
t** HI : H3 
t* HI : H2 
X 2 
Nh 427 
: Ht η.s. 
Satisf. % % % 
1-2 3 4-5 
13 31 55 
X=3.537 o=0.926 
19 27 54 
X=3.481 σ=0.976 
23 31 47 
X=3.252 o=0.875 
16 30 54 
X=3.473 o=0.927 




Satisf. % % % 
1-2 3 4-5 
M, 22 21 56 
H i
 X=3.356 o=1.270 
MO 14 17 69 
¿
 X=3.796 o=1.191 
M, 12 13 75 
ά
 X=3.877 a=l.062 
Mt 15 16 69 
"
Ό
 X=3.726 o=1.148 






Factfinding: youngest Dutch hold relatively most favorable judgement, 
especially when compared with the other Dutch; no significant difference 
between averages of total samples. 
Satisfaction: total Dutch more dissatisfied than total Japanese; oldest 
Dutch by far most dissatisfied; again opposite "direction" within the 
total samples (Jl most dissatisfied v.s. J3 most satisfied, and HI least 
versus H3 most dissatisfied) ; X 2 indicates relevance of age factor in Dutch 
sample; almost 1/3 of the Japanese choose 3-answer, and 16% of the Dutch. 
Comments: Again we are faced with opposite sentiments within both samples; 
the young Japanese feel discontent because things are being kept secret 
from them, while the youngest Dutch are less annoyed (in fact, they per-
ceive such an incident with the lowest frequency). In Japan, where senior-
ity still plays a powerful role in everyday working-life, the young tend 
to be treated more or less as outsiders; it will take them years before 
they will have accumulated enough social capital and sufficient familiarity 
with the informal organization to be trusted with extensive inside infor-
mation, or even with information regarding rather trivial matters. Older 
Japanese more directly can feel part of the company, seniority automatical-
ly adding to their social position. In Holland on the other hand, seniority 
plays a less vigorous role, while young people are rather quickly treated 
as fulfledged employees. The fact that the youngest Dutch express least 
dissatisfaction seems to support all this, in addition to their mean-
while familiar moderation in criticising management's intentions (for 
whatever reason). 
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FS item no. α-β16 ("vertical") 
Do the workers always get enough information 
about what is going on in your company? How do you feel about this? 
1 no, not at all 
3 some information 
5 yes, quite a bit 
1 very content 
3 I don't care 
5 very discontent 
Factf. % % % 
1-2 3 4-5 
„ 13 38 49 
J i
 X=3.422 σ=0.862 
„ 8 33 59 
J ¿
 X=3.594 σ=0.795 
,, 8 25 67 
J J
 X=3.784 σ=0.839 
,. 11 35 55 
J t
 X=3.526 σ=0.843 
t** Л : J3 






Factf. % % % 
1-2 3 4-5 
„, 20 17 63 
П і
 X=3.433 σ=0.978 
и, 31 26 43 
n ¿
 X=3.106 σ=1.100 
u, 34 29 36 
^ Χ=2.908 σ=1.149 
μ. 31 25 44 
ΜΤ;
 Χ=3.089 σ=1.094 
t** Hl : НЗ 






Satisf. % % % 
1-2 3 4-5 
„ 39 34 27 
υ ι
 X=2.841 σ=0.933 
,, 50 31 19 
ü¿
 Χ=2.677 σ=0.889 
η
 60 31 9 
J J
 Χ=2.391 σ=0.777 
,. 45 33 22 
J t
 Χ=2.723 σ=0.895 







Satisf. % % t 
1-2 3 4-5 
Hl 7 0 2 2 7 n l
 X=2.404 σ=1.376 
u, 60 4 36 
nc
 X=2.726 σ=1.365 
„, 50 6 44 
^ X=2.913 σ=1.380 
μ. 58 5 38 
Η τ
 X=2.738 σ=1.375 





: Ht η.s. 
Factfinding α: total Japanese report much more 
total Dutch; χ2 reveals age-factor as being rel 
again opposite effect in both samples (young or 
Factfinding β: basically the same as a, but Hoi 
and H3). 
Satisfaction a: average answer of both samples 
largely due to the effect of youngest and oldes 
also here the reverse trend in both samples; 1/ 
answer. 
Satisfaction 3: basically the same as a, but he 
total averages reaches some significance (0.05 
being even less satisfied; 1/3 of the Japanese 
information received than 
evant in both samples; 
old). 
land is more outspoken (H2 
not different, but this is 
t groups respectively; 
3 of the Japanese take the 3-
re the difference of the 
level), with the older Dutch 
take the 3-answer. 
-108-
Factf. % % % 
1-2 3 4-5 
„ 11 41 48 
J i
 R=3.450 σ=0.867 
,, 9 29 62 
0 ¿
 X=3.612 σ=0.843 
n
 4 29 68 
J J
 5ì=3.774 σ=0.781 
,. 10 36 55 
0 1
 X=3.554 σ=0.845 
t** Jl : J3 
t* 
X 2 23.730 
Nj 616 
Factf. % % % 
1-2 3 4-5 
μ ι 21 22 56 
M i
 X=3.469 c=1.080 
u7 36 29 36 
n ¿
 X=2.918 o=1.057 
H, 41 32 27 
"
J
 )?=2.780 o=1.114 
Mt 36 29 35 
nz
 !(=2.968 σ=1.096 
t** H1:H2 and H1:H3 
t* 
X 2 33.235 
Nh 412 
Satisf. % % % 
1-2 3 4-5 
* 
„ 39 31 30 
0 1
 X=2.894 o=1.026 
,, 51 30 20 
ü ¿
 X=2.636 σ=0.913 
„ 45 38 17 
J J
 X=2.678 o=0.880 
l t 43 32 25 
J t
 X=2.790 σ=0.975 
t** Jl : J2 
t* Jl : J3 
X 2 
Nj 615 
Satisf. % % % 
1-2 3 4-5 
μι 6 7 9 2 4 H i
 X=2.449 o=1.318 
M 9 50 10 40 
M¿
 X=3.027 σ=1.433 
и, 43 8 49 
n j
 X=3.133 o=1.405 
и
. 50 9 42 
H t
 X=2.951 o=1.389 
t** H1:H2 and H1:H3 
t* 
X 2 24.647 
Nh 412 
Jt : Ht** Jt : Ht* 
Comments: The Japanese report a much more intensive information flow down­
ward in their company than do the Dutch. I presume that the extensive web 
of vertical informal relations existing in Japanese organizations* will 
tend to facilitate such a relatively easy spread of information, such in 
contrast to the Dutch organization where blue-collar workers tend to fence 
themselves off (and are kept more separated) from "higher-up". The more 
favorable reaction of the youngest Dutch seems to indicate that this "fenc-
ing-off" process develops gradually during the initial years of employment 
in the Dutch factory (where the oldest group turns out to be least satisfied 
about the way they are being kept informed). In Japan the picture is the 
exact reverse: the oldest ones have over the years been able to build up 
substantial "social capital" which serves to keep them rather well informed; 
the youngest still are only at the start of this capital accumulation and 
therefore less "in the picture". 
Chie Nakane is among the most vocal advocates of this proposition. See 
also my forthcoming "Japanese Working Man" (Paul Norbury Publications, 1977), 
the description of sempai-kohai relations, and the like. 
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FS item no. α-β20 ("vertical") 
Generally speaking, are workers in your 
company properly rewarded for any good 




How do you feel about this? 
1 very content 
3 I don't care 
5 very discontent 
FâCtt. to to lo 
1-2 3 4-5 
,, 5 20 75 
0 1
 X=3.968 σ=0.880 
,, 9 22 70 
d ¿
 X=3.797 σ=0.856 
n
 3 19 77 
^ X=4.034 σ=0.787 
,. 6 20 74 
J t
 X=3.944 σ=0.858 
t» 
t* J2 : J3 
X 2 
Nj 626 
Factf. % % % 
1-2 3 4-5 
m
 17 40 43 
H i
 X=3.294 σ=0.945 
μ 9 20 50 29 
M ¿
 X=3.080 σ=0.942 
u, 18 47 35 
п і
 Χ=3.129 σ=1.022 
Μ
. 19 46 35 
H t








11 - б 8 d i
 X=2.326 
1? 6 7 J 2
 X=2.414 
η
 6 5 
J J
 X=2.281 

















HI - 6 0 M i
 X=2.775 




И1 4 7 M J
 X=2.995 
















Jt : Ht ** Jt : Ht xx 
Factfinding a: total Dutch much less than total Japanese; except for a 
rather minor difference between the older Japanese groups (0.05 level), 
no differences within the samples, but highly significant between subgroups 
of different nations. 
Factfinding g: basically the same, except for the difference (0.05 level) 
between youngest and oldest Dutch (the score of the latter has dropped); 
the J1-J3 difference has disappeared. 
Satisfaction a: Japanese more content than Dutch; no within-nation differ­
ence among age-groups; comparatively few Japanese (20%) choose the 3-answer, 
as against 10% of the Dutch. 
Satisfaction β: basically the same, but the older Dutch express somewhat 
more dissatisfaction here than in a; again about 20% of Japanese choose 
answer 3, and 11% of the Dutch. 
Comments: The answers to this item show great differences between both 
nations, and only little among age groups within the samples (see the 
satisfaction of the Dutch in version 8). In Japan, certainly in large 
-no-
Factf. % % % 
1-2 3 4-5 
„ 17 18 75 
0 1
 X=3.994 σ=0.930 
,- 4 24 71 
J ¿
 X=3.907 σ=0.856 
n
 1 23 76 
^ 5(=4.026 σ=0.740 
,. 5 20 75 
J t





Factf. % % % 
1-2 3 4-5 
и, 18 40 41 
Π 1
 !?=3.278 σ=0.992 
u- 25 45 30 
H ¿
 X=3.014 o=1.040 
„, 25 49 26 
HJ
 X=2.983 o=1.008 
Ht 23 47 30 
M t
 X=3.058 σ=1.010 





11 6 9 J i
 X=2.266 
l? 6 5 d ¿
 X=2.371 
η
 6 3 
J 3
 X=2.365 
























H3 41 n j
 X=3.174 












t** HI : H3 
t* HI : H2 
X2 
Nh 412 
Jt : Ht ** Jt : Ht ** 
firms as were included in my study, idea-boxes and similar systems of re-
laying suggestions are widespread and intensively used. Rewards may consist 
of cash (only rarely are such amounts really substantial), but quite often 
they will rather be based upon enhancement of 'social capital' or prestige 
(announcements on billboards, publications in company magazines, enrollment 
in widely publicized national contests, exhibitions on the plant's premises, 
etc.*). Indeed, suggestion systems seem to be a common phenomenon in working 
life in larger Japanese companies, in clear contrast with the situation in 
Holland. Here suggestion systems never seem to have gained wide popular 
acclaim, often being dismissed as one more gadget for management to mislead 
workers to its own advantage (this in spite of more succesful experiences 
as have been occasionally reported; failures and/or outright indifference 
are far more common, however). The substantial satisfaction expressed by 
the Japanese contrasts sharply with the meager reaction on the part of the 
Dutch: this seems to substantiate the brief exploration above. Meanwhile 
an old story comes up again: the youngest Dutch do not (yet) fully express 
the basic distrust in management that seems to have pervaded the ranks of 
their older colleagues. Finally, relatively few Japanese resort to the 
"I don't care" answer when giving their satisfaction response; apparently, 
so one may assume, this item had a potent appeal to the Japanese respondents 
in my study, and a rather strong positive appeal for that matter. 
For some striking examples, see our "Werken in Japan" (Van Gorcum, Assen, 
1975), pp. 19 and 70-71, e.a. 
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FS item no. α26 ("vertical") 
Are you ever asked about what you think 
is the best way to do your job?« 
1 yes, always 
3 sometimes 
5 no, never 
How do you feel about this? 
very content 
I don't care 
very discontent 
Factf. % % % 
1-2 3 4-5 
„ 29 46 26 
0 1
 X=3.000 σ=0.924 
,, 35 48 16 
J ¿
 X=2.780 σ=0.940 
n
 39 50 12 
J J
 X=2.635 σ=0.858 
,. 32 47 21 
J t
 X=2.886 σ=0.915 
t** Jl : J3 
t* Jl : J2 
X 2 20.216 
Nj 624 
Factf. % % % 
1-2 3 4-5 
m 26 28 46 
M 1
 X=3.524 σ=1.227 
n, 14 32 54 
ne
- X=3.684 σ=1.087 
„. 15 32 53 
n i
 X=3.756 σ=1.183 
u. 17 31 52 
n z





Satisf. % % % 
1-2 3 4-5 
η 33 38 29 
J i
 X=2.989 o=0.901 
,, 37 37 26 
J ¿
 X=2.886 σ=0.893 
n
 49 29 22 
J J
 X=2.667 σ=0.914 
,. 36 36 27 
J l
 X=2.908 o=0.902 































Jt : Ht ** Jt : Ht* 
Factfinding: total Japanese report higher occurrence than total Dutch; Jl 
(youngest Japanese) less than the other Japanese, but more than the Dutch; 
X? indicates a role of age in the Japanese sample. 
Satisfaction: The total samples differ rather modestly (0.05 level), but 
youngest and oldest groups in either sample differ sharply (the numbers 
per subgroup thus get a bearing on the loss of significance in the differ­
ence between the averages of both total samples); note the opposite effect 
of age in either sample; over 36% of the Japanese choose the 3-answer, as 
compared with 15% of the Dutch. 
* 
One might argue that this should rather be classified sub "horizontal 
communication", the immediate boss being involved. But the likelihood of 
"higher-up" also being involved, and of the boss behaving in an authori­
tarian way, makes me classify this item as "vertical". 
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Comments: The age factor turns out to be of importance again, even though 
X 2 barely stands out to support this. With the risk of getting over-
repetitive, it can be said again that in Japan the youngest workers seem 
more critical of their work situation and management, the appreciation of 
the latter becoming more positive with age. In Holland exactly the opposite 
seems to be the case: many younger workers still seem to show a willingness 
at least to give management the benefit of the doubt, while relatively more 
of the older ones rather display distrust. 
The relatively high percentage of 3-answers within the Japanese sample 
draws attention. I tend to feel that this question (indeed inspired by 
Maslow's concept of the esteem or even self-actualization need) is in its 
very nature lopsidedly geared towards a more individualism-based world view, 
and therefore it should not be too surprising if quite a few Japanese would 
not "recognize themselves" in it*. Also, the Japanese preference for non-
verbal communication (see sub item 623 in the previous section) may serve 
to explain why not a few Japanese more or less want to avoid giving a 
straight answer to this question. 
* 
One should keep in mind that Abraham Maslow's theory was developed in the 
cultural setting of the eastern United States, while his personal back-
ground was rooted in Jewish foundations: both (sub)cultures tend to stress 
heavily the individual as self-reliant entity, very much in contrast to 
the Japanese perception of selfhood (cf. chapter 9 in Lebra, op.cit., 
156-168; see also the quite interesting views of the so far unidentified 
Isaiah Ben Dasan, in:"The Japanese and the Jews" (New York - Tokyo: 
Weatherhill, 1972). 
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FS item no. 326 ("vertical") 
If you are asked to do a certain job, are 




How do you feel about this? 
1 very content 
3 I don't care 
5 very discontent 
Factf. % % % 
1-2 3 4-5 
.. 17 31 52 
J i
 j(=3.440 σ=0.962 
,„ 13 32 55 
J¿
 X=3.586 σ=0.983 
.. 13 23 65 
'
JJ
 X=3.765 σ=1.024 
,. 15 30 55 
J t
 X=3.536 σ=0.979 




Factf. % % % 
1-2 3 4-5 
U 1 54 18 29 H i
 X=2.619 σ=1.327 
U7 40 31 29 M¿
 X=2.806 a=1.221 
Ц 7 43 26 31 M J
 X=2.800 σ=1.426 
H, 45 24 31 M t





Satisf. % % % 
1-2 3 4-5 
„ 48 38 14 
0 1
 X=2.629 σ=0.841 
„ 57 28 16 
J¿
 X=2.533 o=0.907 
,- 56 30 13 
JJ
 X=2.470 o=0.898 
1+ 52 34 14 
υ τ





Satisf. % t % 
1-2 3 4-5 
„, 38 29 34 
H 1
 X=2.865 o=1.336 
„, 51 21 29 
tt¿
 X=2.822 σ=1.209 
H, 49 21 31 M J
 X=2.808 o=1.210 
Ht - 4 7 2 2 3 1 




Jt : Ht ж* Jt : Ht ** 
Factfinding: total Japanese much higher occurrence than total Dutch, oldest 
Japanese most conspicuously so. 
Satisfaction: total Japanese more satisfied than total Dutch; no age-related 
differences within either sample (though X 2 indicates a role for the age-
factor in the Dutch sample); 34% of the Japanese choose the 3-answer, and 
about 22% of the Dutch (relatively high). 
Comments: As the Japanese perceive it, it is not really exceptional for them 
to be told why a certain job must be performed, and they follow this up with 
rather sizeable satisfaction (at least those two-thirds who do not choose 
answer 3); the oldest Japanese present the most favorable picture, the young­
est going the other way (but yet giving a positive reaction). The Dutch are 
somewhat more sceptical, though still many more of them choose the satisfied 
side than the dissatisfied one (no doubt directly corresponding with their 
factfinding-responses). Note that the youngest Dutch here break their so far 
rather "rosy picture"; instead, almost one third of them chooses the "I 
don't care" answer, which probablv must be taken for what it literally says: 
they don't really care if or not they are given such an explanation (as also 
many older ones indicate). With also over 1/3 of the Japanese choosing this 
answer, one may wonder if this item actually mustered sufficient appeal with 
my samples; however, the results generally stay in line with what we found 
and commented on in the preceding pages. 
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FS item no. 827 ( " v e r t i c a l " ) 
Do you think that d isc ip l inary action taken How do you feel about t h i s 7 
in your company is always f a i r 7 
1 no, never f a i r 1 very content 
3 sometimes f a i r 3 1 don't care 
5 yes, always f a i r 5 very discontent 
Factf. % % % 
1-2 3 4-5 
,. 12 23 66 
J 1
 Я=3.707 σ=0.976 
,, 12 17 71 
J ¿
 R=3.789 σ=0.998 
n
 14 20 66 
^ Я=3.737 σ=1.107 
,. 12 21 67 
0 τ






Factf. % *. % 
1-2 3 4-5 
H 1 31 44 25 
M 1
 )?=2.805 σ=1.070 
u, 34 40 25 
ηά
 X=2.776 σ=1.104 
„, 33 42 24 
tti
 R=2.791 σ=1.162 
„t 33 42 25 
n t





Satisf. % % % 
1-2 3 4-5 
„ 39 44 16 
0 1
 X=2.737 σ=0.931 
1 9 48 35 16 
J ¿
 X=2.586 σ=0.976 
n
 58 25 17 
0 J
 X=2.456 σ=0.975 
,. 45 38 17 
J t
 X=2.646 o=0.950 




Satisf. % % % 
1-2 3 4-5 
U 1 33 29 38 
M i
 X=3.149 o=1.189 
„, 35 32 34 
^ X=3.106 o=1.220 
H. 35 23 42 
n i
 X=3.193 σ=1.184 
H t 35 26 39 
m





Jt : Ht * Jt : Ht 
Note: here the wording in Dutch for "disciplinary actions" (I used: "de straf-
fen die uitgedeeld worden") was improperly chosen, and would certainly have 
been replaced had a pilot study been possible. As it stands, the item refers 
too much to a school situation or to a family with small children (as quite 
a few written comments pointedly brought home to me). No wonder the number 
of Dutch respondents here drops dramatically, as compared with the other 
items (13% no-answer, plus almost 26% "I don't care"). This, in addition to 
the massive avoidance-reaction among the Japanese (38% takes answer 3) must 
be borne in mind if one sets out to interpret the data at hand. 
Factfinding: total Japanese report a far better practice than total Dutch; no 
age-related difference within either sample. 
Satisfaction: over 38% of the Japanese and 26% of the Dutch take thp 3-ançwer 
the Japanese as a total show reasonable satisfaction, the Dutch slight dis-
satisfaction (but actually are badly split up); the oldest Japanese show the 
most favorable response. 
Comments: For what it is worth, the Japanese here give more credit to the 
fairness of disciplinary actions, than the Dutch are inclined to do. While 
the Dutch age groups do not show any differences among themselves, the reac-
tion of the youngest Japanese reveals their consistency in maintaining a 
more critical attitude towards management practices than the other Japanese. 
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Note. 
The question of different response rates for the middle and oldest Dutch 
groups was raised sub I,4,b: whereas a far smaller ratio of the middle Dutch 
group responded to version α than to version в, the opposite was the case 
with the oldest group. All through this study we encounter a quite dissatis­
fied attitude of the middle Dutch group; for a number of reasons specified 
before (e.g. see the summary of Part III, subsection A, sub 4) this group 
turns out to be the most frustrated, while the older group is inclined to 
take things as they come and not get too excited any more. One of the rea­
sons why many in the middle Dutch group stopped responding may be their 
irritation with the inclusion of items like β27 ("disciplinary actions 
taken", inadequately translated into Dutch), and the apparent repetition of 
some items (e.g. 332,331, S39), which seems superfluous. Someone has suggest­
ed that version β indeed may lack relevance, at any rate more so than version 
a. The higher response ratio for β than for α which we find for the oldest 
Dutch group was tentatively explained by the same person as being due to 
their higher level of tolerance plus their being positively influenced by 
inclusion of item 67 (on life after retirement). I regret not to be able to 
find a better explanation. However, the total of all data obtained in this 
study offers such a well fitting picture that -at least a posteriori- one 
may be inclined to reject an assumption of unacceptable unreliability. 
FS item no. β32 ("vertical") 
Do they mostly treat you as an adult person 





How do you feel about this? 
1 very content 
3 I don't care 
5 very discontent 
Factf. % % % 
1-2 3 4-5 
„ 57 25 19 
J 1
 X=2.451 σ=1.059 
,, 47 29 25 
d ¿
 X=2.721 o=1.066 
„ 50 32 18 
JJ
 X=2.536 o=1.006 
,. 53 27 20 
J t
 X=2.533 o=1.050 




Factf. % % % 
1-2 3 4-5 
„, 63 18 19 
ni
 X=2.330 o=1.233 
и 9 58 33 9 
n ¿
 X=2.315 o=1.071 
м я
 71 13 16 
n j
 X=2.156 o=1.159 
„t 67 18 16 
M t




Satisf. % % % 
1-2 3 4-5 
n 42 44 14 
X=2.674 o=0.896 
1 9 42 38 20 
^ X=2.728 o=0.900 
,, 47 36 17 
^ X=2.685 o=0.838 
l t 43 41 16 
J X





Satisf. % % % 
1-2 3 4-5 
n, 60 15 25 
n i
 X=2.577 o=1.391 
u- 53 22 25 
H ¿
 X=2.699 o=1.246 
H. 62 16 22 
HJ
 X=2.450 o=1.308 
u. 60 17 23 
H t





Jt : Ht xx Jt : Ht' 
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Note: It turned out to be difficult to find a proper translation for "being 
treated as an adult", an expression that normally has a strong and direct 
appeal for Dutch people. In the end, maybe, the Japanese item still makes 
a somewhat awkward impression in that it actually rather seems to concern 
a school or family situation than an adult work setting. Another difficult 
point was: how to encompass the subject matter of disciplinary actions in 
a few short items? In view of the reactions to such items, I seem to have 
been less successful in passing this hurdle. And finally, to make matters 
even worse, I had intended this item to be part of version a, but failed to 
detect the error in the printer's draft. Consequently, this item followed 
too soon after the rather similar item B27, which may have caused extra 
irritation for many respondents. 
Factfinding: total Dutch give a "better" response than total Japanese; the 
middle Japanese age-group is most conspicuous. 
Satisfaction: over 41% of the Japanese gives the 3-answer (in addition to 
relatively many non-responses), as compared with almost 17% of the Dutch; 
the difference between the sample averages is significant at the 0.05 level. 
Comments: In both samples, those expressing satisfaction outnumber those 
who signify discontent. The large proportion of "I don't care" answers 
among the Japanese seems to indicate that "being treated as an adult" 
does not have as strong a connotation for them as for their Dutch colleagues. 
But all in all there seems to be little reason to assume that disciplinary 
actions would be carried out in overtly childish ways. 
The satisfaction on the Dutch side is notable, since the reactions in this 
sample usually turn sour as soon as even a hint of higher-management in-
volvement does present itself. Apparently the fact that childish practices 
do not usually take place makes satisfaction gain the upper hand here. 
Or should we give another explanation here which implies that higher 
management is not seen as involved at all: if caught disregarding some 
company regulation, one has to face his immediate boss who rather "plays 
the game as one of us" and therefore does not make too much fuss about such 
a trifle? 
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FS item no. 32 ("vertical") 
If someone in your company complains about some­
thing,will he expect to be discriminated against? How do you feel about this? 
1 no, virtually never* l very content 
3 sometimes 3 I don't care 
5 yes, always 5 very discontent 
Factf. % 1 % 
1-2 3 4-5 
,, 32 50 17 
J 1
 X=2.865 σ=0.827 
1 9 36 39 24 
J ¿
 X=2.895 σ=0.994 
„ 28 45 27 
^ X=3.070 σ=0.882 
,. 32 47 21 
^ X=2.911 σ=0.878 
t " 
t* Jl : J3 
X2 
Nj 616 
Factf. % % % 
1-2 3 4-5 
И1 6 4 2 9 7 
И 1
 X=2.103 σ=1.070 
η, 56 29 15 
n¿
 X=2.315 σ=1.125 
н 1 65 26 9 
H J
 )(=1.975 σ=1.195 
м +
 63 27 10 
M t
 Х=2.066 σ=1.169 
t « 
t* H2 : НЗ 
X2 
Nh 408 
Satisf. % % % 
1-2 3 4-5 
,, 14 44 42 
J i
 Χ=3.366 σ=0.846 
,, 17 41 41 
J ¿
 Χ=3.296 σ=0.938 
,. 11 55 49 
J J
 Χ=3.426 σ=0.792 
,. 14 44 42 
0τ





Satisf. % % % 
1-2 3 4-5 
И 1 28 23 49 
n l
 Χ=3.247 σ=1.362 
н 9 18 22 60 
n¿
 Х=3.534 σ=1.217 
μ ? 27 29 44 
M J
 Χ=3.200 σ=1.240 
Μ. 26 26 48 
1
 Χ=3.271 σ=1.265 
t « 




Jt : Ht Jt : Ht n.s. 
Factfinding: total Dutch indicate less reason for worrying than total Japan-
ese; within both samples there are some minor age-related differences. 
Satisfaction: no difference between the averages of the two samples; only 
rather minor differences between age-groups in the same sample; over 44% of 
the Japanese takes the "I don't care" answer, and over 26% of the Dutch (both 
high). 
Comments: This looks like one of the more obvious "leading questions" in this 
survey, bound to evoke a dissatisfaction response; on the other hand,the large 
proportions of 3-answers (satisfaction) seem to suggest that this question 
lacked a real appeal. Still,in the factfinding responses there is a consider­
able difference between Japan and Holland: in the eyes of the Dutch, a com­
plainant does not have to worry too much about future discrimination, while 
the Japanese seem more inclined to expect bad consequences. From these re­
sponses one is tempted to conclude that Dutch workers will feel more free to 
voice a complaint, than do Japanese workers (at least individually). 
* 
The use of answers in a temporal order in the Dutch version (as reflected 
here) makes a somewhat awkward impression. The Japanese alternatives were 
more adequately chosen. 
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FS item no. α27 ("vertical") 
Are complaints in your company always How do you feel about this? 
dealt with fairly? 
1 no, never 1 very content 
3 sometimes 3 I don't care 
5 yes, always 5 very discontent 
Factf. % % % 
1-2 3 4-5 
„ 24 38 37 
J 1
 X=3.115 σ=0.873 
,, 23 36 41 
J¿
 X=3.167 σ=0.880 
,, 30 26 44 
J J
 X=3.195 σ=1.012 
,. 25 35 39 
J t





Factf. % I % 
1-2 3 4-5 
и 1 21 36 44 
И і
 X=3.257 σ=0.919 
u
, 19 37 43 
n¿
 X=3,232 σ=0.916 
м-, 25 39 36 
M J
 X=3.082 σ=0.952 
ы
. 22 38 40 
nZ





Satisf. % % % 
1-2 3 4-5 
„ 29 38 33 
J i
 X=3.075 σ=0.929 
,, 32 44 25 
J ¿
 X=2.955 σ=0.860 
,, 41 36 23 
d J
 X=2.766 σ=0.880 
,. 32 39 30 
^ X=2.994 σ=0.905 




Satisf. % % % 
1-2 3 4-5 
H 1 60 11 30 
И і
 X=2.723 σ=1.260 
H ? 56 4 41 
M ¿
 X=2.884 σ=1.321 
„, 44 6 49 
n j
 X=3.175 σ=1.318 
Mt 5 1 7 4 3 
Η ΐ
 X=2.988 o=1.305 




Jt : Ht η.s. Jt : Ht η.s. 
Factfinding: all averages stay very close to X = 3.1: "this is sometimes the 
case, sometimes not". 
Satisfaction: no difference between averages of the two total-samples; Jl 
more satisfied than J3; reversely H3 more dissatisfied than HI; almost 39% 
of Japanese choose the "I don't care" answer,as against less than 7% of Dutch. 
Comments: The responses turn out rather non-committal, in factfinding as 
well as in satisfaction, representing either indifference or confusion. But 
the satisfaction answers per age-group bring some relief into this pattern. 
In Japan, the oldest group tends to give a slightly satisfied answer, sig­
nificantly more so than the youngest Japanese. In Holland we find exactly 
the opposite picture, which seems to be in line with earlier findings. 
One may wonder why rather many Japanese choose the "I don't care" answer (39 
per cent), while only 7 per cent of the Dutch do so. Is there some undetect­
ed flaw in the Japanese wording? Or could it be that for many Japanese the 
disclosure of such information (deemed harmful for the company's reputation) 
is something rejectable (as also was expressed in G.I. item no.14), reason 
why they revert to the 3-answer? 
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FS item no. a32 ("vertical") 
Are workers in your company always taken How do you feel about this? 
seriously when complaining about something? 
1 no, never 1 very content 
3 sometimes 3 I don't care 
5 yes, always 5 very discontent 
Factf. % % % 
1-2 3 4-5 
„ 24 47 28 
J 1
 Я=3.042 σ=0.823 
1 9 23 42 36 0¿
 X=3.076 σ=0.982 
,, 22 36 43 
00
 Я=3.221 σ=0.880 
,. 23 44 33 
J t







Factf. % % % 
1-2 3 4-5 
u 1 23 36 41 
H i
 X=3.175 σ=0.980 
33 34 34 
H ¿
 R=2.956 σ=0.986 
„, 32 38 30 
H J
 5Î=2.890 σ=1.039 
и
. 30 37 33 
Η ΐ
 X=2.976 σ=1.011 
t** 
t* Hl : H3 
X 2 
Nh 427 
Satisf. % % % 
1-2 3 4-5 
„ 29 27 45 
^
1
 X=3.233 σ=0.998 
1 9 32 26 41 
J ¿
 X=3.182 σ=1.058 
,. 39 28 34 
J J
 X=2.955 c=0.953 
,. 31 27 42 
ϋ ΐ
 X=3.172 σ=1.003 




Satisf. % % % 
1-2 3 4-5 
m
 50 8 42 
M i
 X=3.000 о=1.3ЭЗ 
39 3 58 
n¿
 X=3.319 σ=1.312 
и ч
 43 8 49 
M J
 X=3.163 σ=1.291 
H t 44 7 50 
ητ





Jt : Ht n.s. Jt : Ht n.s. 
Note: As I wrote sub item β32, this item had been intended for inclusion in 
version 3. Similar remarks apply here as sub 332. 
Factfinding: no major differences appear, except for a modest one (0.05 level) 
between youngest and oldest Dutch; "X£ reveals influence of the age-factor in 
Japan. 
Satisfaction: no difference between the averages of the total samples; Jl 
is more dissatisfied than J3. 
Comments: Again a confirmation of the meanwhile familiar pattern, at least 
in the Japanese sample, where the oldest are less dissatisfied than the 
youngest; the (expected) opposite pattern may seem to hold for the Dutch as 
well, but no statistical significance is reached here.-All "communication 
andcomplaints" items presented sofar were of the "vertical communication"-
variety (i.e. referring to communication between workers and higher manage­
ment). The following 4 items belong to the "horizontal communication"-
variety (with the exception perhaps of item a33, to be started with), i.e. 
these items rather refer to communications within the immediate work group. 
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FS item no. α33 ("horizontal?") 
Does the group in which you work ever get 
together to discuss all sorts of things7 
How do you feel about this7 
1 no, neve 
3 sometime 
5 yes, ver 
Factf. % % % 
1-2 3 4-5 
,, 9 44 47 
0 1
 X=3.485 σ=0.831 
,, 7 40 53 
0 ¿
 X=3.644 σ=0.880 
,. 4 33 64 
^ X=3.767 σ=0.824 
,. 7 41 51 
J l
 X=3.571 σ=0.840 









Factf. % t % 
1-2 3 4-5 
u l 52 34 14 
H i
 X=2.358 σ=1.101 
μ- 60 29 12 
H ¿
 X=2.165 σ=1.103 
M, 73 14 12 
^ X=1.871 σ=1.133 
μ. 65 23 12 
M t
 X=2.069 σ=1.117 
t** H3 : HI 
t* H3 : H2 
X 2 26.737 
Nh 431 
: Ht** 
1 very content 
3 I don't care 
5 very discontent 
Satisf. % % % Satisf. % % % 
1-2 3 4-5 1-2 3 4-5 
„ 54 32 15 
0 1
 X=2.576 σ=0.880 
,- 49 31 20 
J ¿
 X=2.644 σ=0.986 
,, 69 22 10 
^" Χ=2.339 σ=0.779 
,. 56 30 15 
J t
 Χ=2.547 σ=0.884 






Factfinding: the Japanese report a much higher frequency th 
reveals the age-factor as being relevant in the Dutch sampl< 
reverse trend within each of the samples. 
Satisfaction, the Japanese are far more satisfied than the 
„, 45 17 37 
Π 1
 X=2.971 σ=1.383 
u, 36 11 53 
M ¿
 X=3.348 σ=1.326 
μ Ί 26 22 52 
n J
 X=3.469 σ=1.231 
„. 34 18 49 
nz
 X=3.314 σ=1.298 
t** Hl H3 
t* Hl : H2 
X 2 19.967 
Nh 427 
: Ht** 
an the Dutch, \ 2 
;; note the 
Dutch, oldest 
Japanese most content in their sample, youngest least, in Holland the 
reverse trend holds; \2 also here reveals a role of the age-factor, almost 
307 of the Japanese choose the 3-answer, as compared with almost 18co of the 
Dutch. 
Comments: Even though in The Netherlands the small-groups movement has 
gained an indelible foothold in the recent pattern of industrial relations, 
notably so in numerous work-consultation ("werkoverleg") projects, this is 
all still very much in an experimental phase. Some of the Dutch respondents 
in this study already had minor experience of operating in small semi-
mdependent groups or the like, but to the great majority, the work group 
as a consultative organ was something faraway or even unheard of. For many 
of them, a group meeting still was a rare event, maybe rather to be dis­
trusted than sought, with higher management often playing a more or less 
active role during the meeting (or being suspected of doing so). So instead 
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of impulsively classifying this item sub "horizontal" communication, we 
must take into consideration that it probably refers to a situation which 
for many Dutch workers carried heavy overtones of "vertical" communication. 
For the Japanese things may look different. The work group is a very vital 
element in the life of virtually every Japanese worker. Except for the 
common morning-callisthenics meeting (which invariably is used by the boss 
to utter some pious exhortations and quickly discuss some targets for the 
day's work), most groups get together several more times per day, or at 
least per week.Some meetings may obviously be called at higher management's 
initiative*, but the majority of such gatherings very much seems to be of 
the "among ourselves" type, with the boss automatically playing a neces-
sary role of primus inter pares. In other words, for the Japanese worker 
(certainly the one in bigger firms) group meetings are part and parcel of 
working-life, with little or no threatening aspects as such. 
All this is reflected in the answers to this item a33. According to the 
Dutch (as a whole), such meetings occur only rarely, and this statement is 
accompanied with a relatively outspoken indication of dissatisfaction. 
One can interpret the latter as an expression of a desire for more group-
meetings, or as a criticism of existing group-meetings (rare as they are). 
I would be inclined to accept both interpretations as somehow simultaneously 
valid. Meanwhile it is interesting that, in the eyes of the youngest Dutch, 
group-meetings take place more frequently than according to the oldest 
Dutch; the young also show less dissatisfaction. In Japan, we see again 
exactly the opposite, with the oldest group recording a higher frequency, 
and more satisfaction. Are these just incidental differences, or could it 
be that the youngest Japanese in reality are much less involved in group 
consultation than their older partners, and resent their being neglected 
or even excluded? It seems that the latter interpretation finds support in 
what we found so far. 
Interested Dutch readers are recommended to look into our case description 
in chapter 2 of "Werken in Japan" (Van Gorcum, Assen, 1975). 
-122-
FS item no. α3 ("horizontal") 
Is the group in which you work usually 
capable of solving problems on its own*? How do you feel about this? 
1 yes, always 1 very content 
3 sometimes 3 I don't care 
5 no, never 5 very discontent 
Factf. % % % 
1-2 3 4-5 
„ 74 18 8 
J 1
 X=2.269 σ=0.744 
,, 74 18 7 
J ¿
 X=2.263 σ=0.784 
n
 76 17 7 
d J
 X=2.165 σ=0.823 
,. 74 18 8 
J X





Factf. % % % 
1-2 3 4-5 
HI 8 1 1 2 7 H i
 X=2.124 σ=0.752 
и, 86 10 5 
"
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 X=2.052 σ=0.717 
„, 75 15 10 
^ X=2.184 σ=0.936 
H. 79 13 8 
"
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Satisf. % % % 
1-2 3 4-5 
,, 44 41 15 
J i
 X=2.684 σ=0.810 
,-, 35 45 19 
^ X=2.841 σ=0.824 
,, 43 42 16 
'
JJ
 X=2.732 σ=0.834 
,. 42 42 16 
0Z
 X=2.726 σ=0.817 
t« 
Nj 617 
Satisf. % % % 
1-2 3 4-5 
MI 87 6 7 
X=1.863 σ=0.841 
и? 84 7 9 
n¿
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м
Ч
 80 8 13 
M J
 X=2.086 σ=1.015 
Hi. 83 7 11 
ητ
 Χ=2.007 σ=0.966 
t** 




Jt : Ht* Jt : Ht 
Factfinding: only a minor difference (0.05 level) between averages of 2 
total samples; no other differences worth mentioning. 
Satisfaction: Japanese not dissatisfied, but Dutch far more satisfied, 
especially HI (which differs at 0.05 level from НЗ); over 42% of the 
Japanese takes answer 3, versus only 7% of the Dutch. 
Comments: The Dutch show quite a confidence in their group's capacity to 
solve internal problems without outside interference. In fact, they pro­
duce one of the highest average satisfaction scores of all their answers 
in the total survey. As has been stated repeatedly before: for the Dutch 
worker peer-group relations appear to be of great importance, while he 
tends to see higher management in a rather unfavorable perspective; that 
is why he attaches tremendous value to his group's being capable of 
* 
My Dutch version could have been more explicit about the kind of problems 
involved: the Japanese one mentions interhuman problems specifically. 
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Solving its own problems. 
For the Japanese, this value of peer-group relations does not seem to 
exist to a comparable extent, and higher management is less likely to be 
regarded negatively. But in addition, Japanese groups will try to avoid 
open conflicts and problems at all costs, and when they arise to solve 
them informally, or even act as if they had never existed. Open conflicts 
are embarrassing for the total group; overt-conflict avoidance is kind of 
a second nature to many Japanese. The present item a3, referring (as it 
does) to a practice that is so self-evident and natural that many a 
Japanese will barely ever stop to think about it, seems to fail to touch 
an emotional string with many of the Japanese respondents, resulting in 
more than 42 per cent even answering "I don't care". Or (the other way 
around) it may confuse some Japanese to have to answer an item that blunt-
ly brings a subtle subject like conflicts into the open, while they would 
instinctively prefer to more or less deny the existence of conflicts at 
all. However, all this still leaves the fact that many of the Japanese 
respondents (42 per cent) do express satisfaction here. Either they are 
quite happy about their being able to solve conflicts without too much 
outside interference, or maybe we should see this as a "sigh of relief": 
"glad we don't have to bring conflicts in the open, we can handle them 
internally". 
Thus it seems to me that the reaction of the Dutch sample implies an aspect 
of militancy or "fencing off": a statement of independence from higher 
management. This "fencing off" seems to be absent in the Japanese replies; 
informal problem solving is accepted as the rule, without reflection even; 
overt conflicts are to be avoided at all costs, in order to preserve the 
sacred "harmony"*. 
* 
"Harmony" ("wa" in Japanese) by many authors is stressed as being of ut-
most importance in Japanese functioning; e.g. see the work of Chie Nakane; 
also see Murayama's contribution in the Sophia Economic Review, vol. XIX, 
no. 2-3, March 1973, pp. 69-87 (notably p. 77). 
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FS item no. ß3 ("horizontal") 
If there are problems with the boss, are these How do you feel about this? 
usually solved through informal consultation? 
1 yes, always 1 content 
3 sometimes 3 I don't care 
5 no, never 5 very discontent 
Factf. % I % 
1-2 3 4-5 
,, 62 25 13 
J 1
 Я=2.492 σ=0.935 
1 ? 63 22 16 
X=2.432 c=l,034 
,, 60 27 13 
^ X=2.378 σ=0.968 
,. 62 24 14 
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1-2 3 4-5 
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Satisf. % % % 
1-2 3 4-5 
„ 26 54 20 
J i
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Satisf. % % % 
1-2 3 4-5 
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И 1
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ητ
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Jt : Ht η.s. Jt : Ht 
Factfinding: no differences are worth mentioning specifically: all averages 
point towards such informal problem solving occurring rather regularly. 
Satisfaction: the Dutch are more satisfied than the Japanese (who approach the 
scale's middle point); almost half of all the Japanese choose the 3-answer, 
as compared with just about 9% of the Dutch; the youngest Dutch show the 
strongest satisfaction,significantly more than both other groups (notably the 
oldest). 
Comments: While the factfinding replies do not reveal any substantial differ-
ence, the Dutch turn out much more satisfied than the (indifferent looking) 
Japanese. For an explanation I refer back to what I suggested while dealing 
with the previous item (even though the Japanese look even less satisfied 
here). Maybe more than was the case in o3, the youngest Dutch are conspicuous 
in their outspoken satisfaction. This seems to imply that the youngest Dutch 
not only foster a rather lenient attitude towards higher management (as we 
saw before), but that the immediate boss for them still has somewhat of the 
aura surrounding higher management layers; their very strong satisfaction 
may reflect a pleasant surprise that the direct representative of higher 
management in fact can be dealt with as "just one of us". For the older 
Dutch it may rather be the fact that the boss is seen as really "one of us" 
and not "one of them" which causes satisfaction. 
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FS item no. вЗЗ ("horizontal") 
Is it easy to contact your boss 
while you are at work? 
1 yes, that's always easy 
3 sometimes 
5 no, that's never easy 
How do you feel about this? 
1 very content 
3 I don't care 
5 very discontent 
Factf. % % % 
1-2 3 4-5 
η 65 24 11 
0 1
 X=2.232 σ=0.981 
,, 71 18 11 
d¿
 X=2.105 σ=1.001 
,, 76 22 3 
J
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Satisf. % % % 
1-2 3 4-5 
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t** Hl : H3 
t* Hl : H2 
X 2 
Nh 409 
Jt : Ht x* Jt : Ht ** 
Factfinding: both total samples report ready contactability, but the Dutch 
most(especially youngest Dutch outstanding)joldest Japanese much "better" 
than youngest. 
Satisfaction: all averages represent substantial satisfaction, but the 
Dutch far more than the Japanese; within Holland, the youngest most 
positive; within Japan the oldest; X? indicates relevance of age-factor 
in Japan; almost 26% of the Japanese chooses the 3-answer as against about 
10% of the Dutch. 
Comments: It is difficult to imagine that the Dutch would see their boss 
as part of higher management: in view of previous reactions, the present 
very positive replies cannot but unmask the boss as "one of us". For the 
rest, the findings here support what was said sub items a3 and β3, just 
before. 
The Japanese here drop their reservations (in contrast to both previous 
items which dealt with conflict situations): their reactions are quite 
outspoken, in a positive sense, be it still less than those of the Dutch. 
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The youngest Japanese (in sharp contrast with their Dutch counterparts) 
show least satisfaction again, the older ones most (among the Japanese). 
This again seems a corollary of the gradual build-up of "social capital", 
so important for one's functioning in the Japanese group. 
Note that the proportion of 3-answers has dropped somewhat when compared 
with the previous two items. One may wonder if this has to do with the 
fact that the emphasis here has changed from the peer group (as in the last 
items) to a more vertical aspect: contact with the boss. If this is true, 
one might be tempted to suggest that the boss in the Japanese situation 
acts as a source of satisfaction inasmuch as he stands for a vertical 
relation; contrastingly, then, it seems that the Dutch boss is a source 
of satisfaction exactly because of his being "one of us", i.e. not really 
part of management. (I admit the evidence here is rather sketchy). 
Summary: communications and complaints (subsection B) 
The following observations are inspired by subsection B: 
1. The downward communication-flow seems to be more satisfactory in Japanese 
than in Dutch industry (cf. item аеіб), while the upward flow also ap­
pears to be more effective (cf item a02O). The inclination of many Jap­
anese to create and maintain vertical ties (to be continuously enriched 
as years pass by, cf. Chie Nakane), will easily result in an extensive 
web of informal relations existing in Japanese organizations. Those who 
have been part of such a system for a long time, will have gathered 
extensive "social capital" in their organization, which facilitates 
their communication upward and downward. This principle of "the higher 
the seniority, the more the social capital" reversely also implies that 
whoever lacks seniority will easily be regarded and treated as a virtual 
outsider (see the responses of the youngest Japanese; remember that they 
were indeed quite mobile in 1972!), membership privileges building up 
gradually over the years; intensity and quality of communications are 
likely to vary accordingly. 
2. Dutch blue-collar workers tend to "fence themselves off" from higher 
manegement levels; downward communication frequently remains quite 
* 
I do not know who was the first to use this term in this context; certainly 
it figures prominently in the English version of Chie Nakane's work. 
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defective (cf. item аЗІб), while an upward flow often seems barely exis­
tent (cf. α320). .^ ith reference to vertical ties as source of amae-
satisfaction, one might also say: the Dutch lack relevant amae-ties with 
the hierarchy (see, for example, αβ20, α26, 626, e2, аЗ). The youngest 
Dutch still seem relatively more inclined to give management some benefit 
of the doubt. 
3. Management may even be seen as an explicit threat to the group's func­
tioning and development of the individual, by the (older) Dutch; see, 
for example, аЗ ("fencing off"). The Dutch put their stakes on the peer 
group, notably again the older ones (see, for example, β32, аЗ, and аЗЗ). 
An outstanding feature of individualism seems to be a strong attachment 
to one's peers, as contrasted against "those higher up". On the Japanese 
side this is not shared, it seems: all who really belong to "our company" 
are regarded with a positive attitude, certainly also higher management; 
those who do not belong (or not really belong yet, like the youngest) 
are outsiders and as such actually neglectable. Still, the youngest 
Dutch seem to fit in neither image exclusively: management is not seen 
as an adversary yet, and peer-group attachment is not too strong, as yet. 
4. Item β33 seems to suggest an interesting difference. To the Japanese, it 
seems, the boss is an exponent of a vertical relation, and as such a 
source of satisfaction. The Dutch see their boss as one of their own, 
one who is basically different from higher management, and therefore one 
to be trusted. 
5. Japan seems to be ahead of Holland as far as such participation practices 
as the small-groups movement is concerned. The preference for functioning 
in groups as well as the relative neglect for the individual as individual 
in the Japanese context appears to make good soil for such participation. 
For any participation scheme to be successful in Holland, it seems 
necessary that more explicit recognition be preserved for the individual 
members as individuals. 
« 
See my contribution in "Werken in Japan" (Van Gorcum, Assen, 1975), pp. 161-




Since unions often play a crucial role where communication and complaints 
are concerned, I decided to let this be the next subsection. 
The following items will be dealt with successively: 
a4 : Do you feel that the unions really have any influence with manage-
ment? 
34 : Do you feel that the workers -generally speaking- can exert some 
influence upon management in your company? 
a36 : Is there often tension between your company's management and the 
unions? 
B36 : Are active union members ever discriminated against in your company? 
a30 : Do you think the union leaders represent your interests well enough? 
e30 : Does the union always raise with management the complaints that 
workers make? 
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FS item no. α4 
Do you feel that the unions really have 
any influence with management7 
1 yes, they have great influence 
3 they have some influence 
5 they don't have any influence 
at all 
How do you feel about this7 
1 very content 
3 I don't care 
5 very discontent 
Factf. % % % 
1-2 3 4-5 
,, 29 37 34 
d i
 X=3.059 σ=0.992 
„ 39 33 28 
J¿
 X=2.831 σ=1.039 
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u, 44 44 13 
nl
 X=2.621 σ=0.894 
n7 26 50 24 H¿
 X=3.017 o=0.928 
H, 36 43 20 
"
J
 X=2.732 o=1.096 
„. 35 45 20 
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Factfinding: the total Dutch sample 
Japanese one; note the responses of 
age-factor in Dutch sample. 
Satisfaction: total Dutch far more s 
cant in Japan, J3 (oldest Japanese) 
groups; almost 35% of the Japanese с 
Comments: kiithm the Japanese sample 
satisfied, but with decreasing age d 
cant proportions. Maybe there is som 
based unionism in Japan, in most maj 
middle management level- are members 
reports some more influence than the total 
Jl, and of H2; X^ indicates relevance of the 
atisfied than total Japanese; \ sigmfi-
less dissatisfied than other Japanese sub-
hoose 3-answer, and almost 12% of the Dutch. 
, the oldest group still is not that dis-
issatisfaction seems to grow to sigmfi-
e relation with the typical enterprise-
or compames all employees -up to some 
of the one company union (some small 
The Japanese version leaves uncertain as to whether this question refers to 
one or more unions. The Japanese language affords one to be as ambiguous as 
this, and in this particular situation this is a fortunate condition: see the 
text further on. 
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alternative unions may exist, but their membership usually is merely margin­
al and their lifespan limited, unless they succeed in reducing the existing 
"main" union to a marginal level -this then mostly with explicit management 
support). Since union membership normally coincides with "company membership", 
it should not be too surprising to learn that the same informal organization 
as is powerful in the company itself, also plays a major role in the company 
union. In both, seniority is an important determinant, which implies that 
older workers (who normally also possess the highest seniority rights because 
of the prevailing lifetime employment practice) will feel closer to decision­
making levels, including union officials**, many of whom belong to lower 
management levels, anyway. 
In Holland, the situation this time looks more complicated, with the middle 
group (age 26-35) expressing less confidence than the others. The union sit­
uation in Holland is very different from the one in Japan. As in the case of 
Japan, complete volumes can be filled with analyses of unions in Holland, but 
here I have to restrict myself to some bare generalizations. Dutch unionism 
normally is not characterized by company-based independent unions (as is the 
most commonly found practice in Japan), but by union organizations at the 
level of industrial sectors, supported by grass-root units at company levels. 
These units, however, are far from being independent of the national indus­
trial union. Major negotiations typically take place at the national level 
between nationwide organizations of employees and employers, with the govern­
ment sometimes playing a moderator's role, sometimes keeping out, and some­
times behaving in a more directive way. Whatever the case, the individual 
Dutch worker certainly is not as closely in touch with union activities as 
is his Japanese colleague. On the other hand, the fact that in Holland the 
unions seem to be less at management's 'mercy' than often appears to be the 
case in Japan (union officials also want to get promoted in their normal 
career within the company!), will likely result in relatively more confidence 
in the unions on the part of the Dutch rank-and-file worker. Recent trends 
to involve the grass-root units more in union activities, may gradually 
have resulted in a stronger identification with the Dutch unions. 
In view of all this (however crudely generalized), it is not totally surpris­
ing that the Dutch respondents are much more satisfied with the unions' in­
fluence upon management than are the Japanese respondents. I tend to inter­
pret this in the sense of a strong sense of "we" versus "them"; many Dutch 
workers normally feel quite antagonistic towards management, and recent suc­
cesses scored in negotiations at the national level (just before my study) 
were sufficiently well-publicized for low-level workers to feel happy. 
The question still to be explained is why the middle Dutch group (age 26-35) 
tends to give a lower rating to the unions' influence on management (and also 
are inclined to be less content, even though no significance level is reach­
ed). Apart from a 'halo' effect an explanation may be the fact that, during 
the early 1970's, Dutch unions at the national level tended to put many 
ж 
See the chapter on labor unionism in my "Japanese Working Man" (forthcoming), 
and in our "Werken in Japan" (1975), pp.83-84. 
«x 
This is a gross generalization. I actually know of cases where younger union­
ists took over, exactly because such a situation got out of hand. Incidentally, 
none of the companies in my study had recently been the scene of such a split. 
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stakes on the improvement of working conditions of the youngest worker groups; 
elder workers -meanwhile- are relatively well off in The Netherlands, while 
in my specific sample the oldest group, by virtue of my selection, was un-
likely to foster very high ambitions any more.This leaves the middle groups 
who may have felt that the brunt of the work load rested on their shoulders 
(also in view of their obvious need to secure timely promotion), while others 
picked most of the fruits. 
FS item no. ß4 
Do you feel that the workers 
-generally speaking- can exert some 
influence upon management in your 
company? 
1 yes, much influence 
3 some influence 
5 no influence at all 
How do you feel about this? 
1 very content 
3 I don't care 
5 very discontent 
Factf. % % % 
1-2 3 4-5 
η 55 27 18 
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 X=2.453 σ=1.103 
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ü ¿
 X=2.211 σ=1.080 
n
 69 21 9 
^ X=2.139 σ=1.046 
l t 61 24 16 
τ
 X=2.335 σ=1.087 
t** Jl : J3 
t* Jl : J2 
X 2 
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Jt : Ht ** Jt : Ht ** 
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Factfinding: The Japanese see far more influence than the Dutch; Jl least 
within Japanese sample, but more than any Dutch group; H2 again "least". 
Satisfaction: Japanese rather satisfied; Dutch some dissatisfaction; 38.6% 
of the Japanese chooses answer 3, about 10% of the Dutch. 
Comments: This question brings "participation" right to the doorstep of 
the respondents (certainly the Dutch ones): the previous item a4 seemed 
to deal with the rather remote area of relations with management and unions 
(in Holland mainly at the national level), but here it goes straight to the 
heart of daily experience. The question pertains, among other things, to 
recent developments around participation in Dutch industry, including 
the "works council" ("ondernemingsraad", a participative-representative 
body with limited powers of decision-making, anchored in legal stipulations). 
The results are interesting, particularly in view of the responses to the 
previous item a4: whereas there the Japanese expressed little trust in 
their unions (basically a peer-related organization), here they seem to 
feel confident about their ability to influence higher management, apparent-
ly by other means (including direct contact). In contrast, the Dutch re-
spondents show the opposite: confidence in the unions, but little in parti-
cipation by workers (even though unions may play a role). Perhaps one could 
put it this way: the Dutch seem to feel more confidence regarding "horizon-
tal" than "vertical" communication, while the Japanese reveal an opposite 
picture. (Note that the oldest Japanese perceive most influence once more). 
On the part of the Japanese we see reasonably strong satisfaction prevail; 
the Dutch are rather divided in their satisfaction replies; a small major-
ity chooses the negative side. 
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FS item no. α36 
Is there often tension between your 
company's management and the unions? 
1 no, never 
3 sometimes 
5 yes, very often 
How do you feel about this? 
1 very content 
3 I don't care 
5 very discontent 
Factf. % % % 
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35 49 16 
X=2.836 σ=0.868 J3 
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24 44 31 
X=3.122 o=0.911 Ht 













Jl : J3 
621 






Jt : Ht* 
Hl : H2 
Hl : H3 
28.381 
413 
Factfinding: the Japanese report fewer tensions than the Dutch. 
Satisfaction: some difference between average response of the 2 samples; note 
the difference between Jl and J3; \2 shows role of age-factor in Holland, where 
HI is conspicuous; 44.4% of the Japanese chooses the 3-answer, and about 15% 
of the Dutch. 
Comments. One may wonder if here, as before, a reluctance to admit to the ex­
istence of conflicts at all induced such a large proportion of the Japanese 
(over 44%) to choose the "I don't care" answer. The difference in satisfac­
tion replies of the oldest and youngest Japanese again is notable. What is the 
discontent of many youngsters directed at: at the occurrence of tensions (how­
ever minor), or -contrastingly- at the lack of confrontation between manage­
ment and unions? Indeed, the unions in most of the companies in my study were 
rather "management-friendly", and quite a few of the younger group (being 
generally less afraid to face conflict, as we saw) may think of their union 
as too meek. The age-related differences in the Dutch sample seem to require 
another interpretation. Maybe the dissatisfaction of the older groups (notably 
again H2) reflects some anger about the fact that tensions exist at all, 
sprouting from the same basic antagonism against management that has already 
been noticed; the milder reaction of the youngest Dutch would seem to fit in 
with this interpretation. 
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FS item no. 636 
Are active union members ever dis- How do you feel about this? 
criminated against in your company? 
1 yes, very often 1 very content 
3 sometimes 3 I don't care 
5 no, never 5 very discontent 
Factf. % % % 
1-2 3 4-5 
„ 16 28 57 
0 1
 X=3.443 σ=0.986 
1 9 18 30 52 
^ X=3.391 σ=1.010 
n
 12 36 52 
J
 X=3.455 o=0.972 
,. 16 30 54 
1





Factf. % % % 
1-2 3 4-5 
m
 15 23 63 
η ι
 X=3.727 o=1.125 
u9 14 17 69 h ¿
 X=3.800 o=1.178 
u, 18 20 62 
J
 X=3.657 o=1.264 
ut 16 20 64 
ητ





Satisf. % t % 
1-2 3 4-5 
n
 30 40 30 
J 1
 X=3.049 o=1.006 
,- 24 42 34 
¿
 X=3.132 o=1.059 
n 32 39 29 
^ X=2.946 o=0.934 
n 29 40 31 
o t




Satisf. % % % 
1-2 3 4-5 
m
 49 28 22 
M 1
 X=2.614 o=1.274 
un 55 23 22 
M¿
 X=2.614 o=1.234 
», 52 20 29 
J
 X=2.689 o=1.328 
Ht 52 22 26 
ητ





Jt : Ht Jt : Ht 
Factfinding: the Japanese report little occurrrence of discrimination, the 
Dutch even less; no age-related differences within either nation. 
Satisfaction: the Japanese are badly split "down the middle" (with averages 
around 3.0); the Dutch show some more satisfaction. 
Comments. A sizable proportion of the Japanese choose satisfaction-answer 3; 
the remaining answers are split up almost equally. But on the factfinding 
side, a majority indicates that such discrimination will only rarely taka 
place. The Dutch are even more outspoken in their saying that discrimination 
is quite rare, and show more satisfaction. Still, for the Dutch a rather 
substantial proportion of 22% (even 28% of the youngest) chooses the "I don't 
care" answer, in addition to a number of non-responses (11% of the youngest). 
I find it difficult to offer any worthwhile comments here. For one thing, in 
both Japan and Holland the law strictly prohibits discriminatory practices 
against union-leaders, even though management still is left some leeway to 
act differently. To what extent active unionist non-leaders are given pro­
tection is again another point, as well as the question if or not most blue-
collar workers are actually very happy about extensive union activity on 
the floor. 
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FS item no. α30 
Do you think the union leaders represent How do you feel about this? 
your interests well enough7 
1 yes, really well 1 very content 
3 not so well 3 I don't care 
5 no, very badly 5 very discontent 
Factf. % % % 
1-2 3 4-5 
η 36 39 24 
J i
 X=2.941 σ=0.985 
,, 52 27 21 
d ¿
 X=2.687 o=1.020 
n 53 36 11 
^ X=2.530 o=0.888 
,. 42 36 21 
0 1
 X=2.793 o=0.968 
t** Jl : J3 
t* Jl : J2 
\ 2 23.226 
Nj 626 
Factf. % % % 
1-2 3 4-5 
m 58 26 16 
И і
 X=2.540 σ=1.090 
u, 55 30 11 
"
¿
 X=2.505 o=0.929 
H, 66 23 11 
HJ
 X=2.364 o=0.980 
η. 63 26 12 
M t





Satisf. % % % 
1-2 3 4-5 
„ 26 19 55 
X=3.399 σ=1.106 
1 7 36 21 44 
u¿
 X=3.183 o=1.151 
n 40 24 37 
úi
 X=2.991 c=1.013 
,. 31 20 49 
J t
 X=3.278 o=1.098 




Satisf. % % % 
1-2 3 4-5 
H 1 52 15 32 
n i
 X=2.667 o=1.271 
un 58 9 33 
ηά
 X=2.721 o=1.239 
и. 64 4 31 
"
J
 X=2.558 o=1.356 
м
+
 60 8 32 
1





Jt : Ht Jt : Ht 
Factfinding: total Dutch "better" than total Japanese; "X indicates impact 
of age-factor in Japanese sample; Jl least confidence within that sample. 
Satisfaction: total Dutch rather satisfied, total Japanese somewhat dissatis-
fied, especially Jl; 20.4% of the Japanese chooses the 3-answer, about 8% 
of the Dutch. 
Comments. For the Japanese, the choice of the "I don't care" answer is not 
too high here, for whatever reason (no conflict brought into the open, direct 
personal interest). The older Japanese again put more trust in their union 
leaders than their compatriots, especially when compared with the youngest 
ones. In contrast with the Japanese the Dutch respondents (as before) express 
quite some satisfaction with the way their interests are taken up by the 
unions ("us" against "them"). Within the Japanese sample, we again seem to 
come across a conflict between identification with the company on the one 
hand, and preference for the own individual interests on the other. The 
younger group makes a step towards favoring the latter, the others remain­
ing more confused. 
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FS item no. ß30 
Does the union always raise with management How do you feel about this7 
the complaints the югкегз make7 
1 yes, always 1 very content 
3 sometimes 3 I don't care 
5 no, never 5 very discontent 
Factf. % % % 
1-2 3 4-5 
,, 38 42 20 
X=2.806 σ=0.969 
1 ? 33 43 24 
X=2.873 σ=0.911 
,, 47 40 13 
J
 X=2.574 σ=0.885 
,. 38 42 20 
г
 X=2.779 σ=0.939 
t** J3 : J2 
t* J3 : Jl 
X 2 
Nj 615 
Factf. % % % 
1-2 3 4-5 
м, 41 46 14 
M 1
 X=2.611 σ=1.008 
u, 40 47 14 
ηά
 X=2.621 σ=0.917 
н ч
 47 40 12 
ttJ
 X=2.427 σ=1.112 
u t 45 43 13 
Π ΐ





Satisf. % t % 
1-2 3 4-5 
η 34 20 46 
J i
 X=3.169 o=1.155 
1 ? 36 20 44 
L
 X=3.167 σ=1.110 
,, 38 32 31 
úi
 X=2.939 σ=1.037 
,. 35 22 42 
^ X=3.126 o=1.122 
t* Jl : J3 
X 2 
Nj 614 
Satisf. % % X 
1-2 3 4-5 
μ ι 59 26 15 M i
 X=2.356 o=1.127 
И 7 56 18 26 
¿
 X=2.667 o=1.198 
u, 64 10 25 
ηύ
 X=2.428 σ=1.302 
u
. 62 15 23 
π χ






Jt : Ht Jt : Ht' 
Note: the English translation stays close to the Japanese version; one may 
wonder, also in view of the large non-response in the Dutch sample, if the 
Dutch version was correct; indeed, the Dutch version* may be read as to 
suggest that the union itself would process complaints independently, rather 
than forward complaints to management on behalf of the individual worker 
(as was my intention). Over 13 per cent of the Dutch respondents do not 
answer this item at all (including more than one third of the youngest 
group). 
Factfinding, total Dutch report higher frequency than total Japanese (of 
whom J3 most). 
Satisfaction: total Dutch rather satisfied, total Japanese dissatisfied; 
22.3% of the Japanese choose the "I don't саге''-answer, and almost 15% of 
the Dutch (26% of the youngest). 
Comments. The Japanese company-based union may (or may not) have links with 
higher-level organizations or federations (e.g. nation-wide or industry-
* 
It reads: "Neemt de vakbond altijd de behandeling van klachten voor zijn 
rekening7" 
-137-
wide), but it largely retains its own independence. This means that virtual-
ly all relevant union officials are members of the same company's employee 
force, and that the Japanese union typically is highly visible, almost 
omm'-present (many union leaders belonging to lower management). This also 
implies that the union will be aware, almost by necessity, of existing 
complaints and might eventually carry these further; in most companies, 
union leaders are members of complaint-handling committees. Still, person-
nel officers repeatedly assured me that "disappointingly little" use is 
being made of existing complaint-handling channels. I take this to fit in 
with the factfinding answers to this item ß30, and one may wonder if the 
scepticism regarding the union (as we saw before) is not in itself a factor 
why complaint procedures are only used to a modest degree (though certainly 
the fact that a complaint being lodged causes disturbance of the coveted 
harmony and loss of face on both sides also plays a role). At any rate, 
many of the Japanese respondents are none too happy about the role of their 
union in complaint-handling procedures. 
Assuming that the drop-out among respondents in the Dutch sample was caused 
only by a misunderstanding of my intention (but in this case, why mainly 
the younger group*?), one might proceed to the conclusion that Dutch unions 
apparently are more trusted as mediators in case of complaints. The quite 
impressive satisfaction figures leave little doubt that unions in Holland 
may claim a rather strong confidence on the part of the rank-and-file (as 
the previous items also suggested). 
Summary: unions (subsection C) 
The following remarks may be made in connection with subsection C: 
1. It seems that the union is seen by the Dutch very much as a peer-group 
organization, that can be trusted to deal with management on behalf of 
"us". Contrastingly, the Japanese tend to be more ambiguous about their 
union, especially the younger ones; either because union leaders cannot 
be trusted since their private interests lie with management (the young-
est would be likely to feel this way), or because the principle of 
unionism, when taken to its very consaauences, must run counter to the 
ж 
It may just be that the youngest Dutch indeed are barely aware of any role 
the union might play in complaint and grievance handling. The Dutch union 
is typically much less visible at the workfloor than the Japanese. Many of 
the younger Dutch would still rather raise complaints themselves (if any), 
whereas the older ones would rather not make themselves vulnerable, thus 
preferring the union to take the risk on their behalf. 
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harmony (i.e. amae-fostering) atmosphere that (especially the older) 
Japanese prefer. 
2. Contrastingly: where the previous remarks concerned indirect communica-
tion through the union(s), now the attention goes to direct communica-
tion with management. Nakane's views naturally will predict that Japanese 
will regard such contacts as a source of satisfaction, and basically 
that is also what Doi's amae-theory implies. Indeed, the Japanese answers 
to item 64 keep in line with this prediction, while the Dutch express 
different views (not unexpectedly either): they are more sceptical about 
direct contacts with management, though not rejecting them out of hand. 
3. Evidence so far seems to indicate that for most Dutch respondents (espe-
cially among the older ones) vertical relations often contribute to sub-
stantial dissatisfaction, whereas horizontal relations are a reason for 
remarkable satisfaction. Contrastingly, most Japanese seem to derive 
strong satisfaction from vertical rather than horizontal relations (though 
the latter rarely cause outspoken dissatisfaction). In other words, most 
Dutch respondents appear to subscribe to a conflict model of industrial 
relations, which pictures management as an essential adversary of labor. 
On the Japanese side, support appears to be stronger for a harmony model 
holding that the industrial partners can and desire to cooperate; among 
the youngest Japanese there are quite a few who view the conflict model 




After the items on unions (with their usual heavy involvement in financial 
issues), let us have a closer look at the area of remuneration and fringe 
benefits. 
The following items will be dealt with successively: 
67 : Do you think that after retirement you will be as well off financially 
as the others? 
a7 : Do you feel they pay you what you should get for your work? 
agi?: Do you earn enough for all really necessary expenditures? 
340 : Do wages and bonuses in your company always directly reflect the way 
you perform your job? 
a40 : Do you gain financially, when your company makes more profit? 
αβ15: Are overtime-work assignments in your company ever allocated in an 
arbitrary way? 
аб : Does your company give its personnel the chance to buy all sorts of 
articles at discount prices? 
66 : Does your company have many recreation facilities available for its 
personnel? 
αβ13: Does your company ever try to influence the way its employees spend 
their free time? 
a42 : Does your company usually give assistance to employees who cannot 
find suitable housing? 
β42 : Do you think your company would come to your help if you suddenly 
got into financial trouble? 
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FS item no. Β7 
Do you think that after retirement you 
will be as well off financially as the others7* How do you feel about this7 
1 yes, certainly 
3 maybe 
5 no, certainly not 
1 very content 
3 I don't care 
5 very discontent 
Factf. % % % 
1-2 3 4-5 
„ 21 48 30 
1
 X=3.080 σ=0.966 
,, 14 40 46 
0 ¿
 X=3.387 σ=0.922 
n
 12 34 54 
0 J
 X=3.614 o=1.022 
,. 18 44 39 
J t
 X=3.249 o=0.964 
t**Jl:J2 and J1:J3 
t* 




HI - 5 2 M 1
 X=2.558 
H2 - 4 4 nc
 X=2.736 
HT 3 5 H J
 X=3.038 













t** H3 : HI 
t* H2 : H2 
\ 2 
Nh 405 
Satisf. 1 % % 
1-2 3 4-5 
„ 17 26 57 
0 1
 X=3.504 o=0.995 
,, 12 17 70 
d<:
 X=3.772 o=0.977 
n
 12 18 70 
^ X=3.781 o=0.944 
,. 15 23 63 
υ χ
 X=3.621 σ=0.981 




Satisf. % % % 
1-2 3 4-5 
H 1 70 7 23 
M 1
 X=2.337 o=1.311 
n, 68 4 27 
^ X=2.486 o=1.394 
„, 52 5 44 
M J
 X=3.017 o=1.420 
u. 59 5 36 
M t
 X=2.762 o=1.390 
t**H3:Hl and H3:H2 
t* 
X 2 23.589 
Nh 404 
Jt : Ht χ* Jt : Ht χ« 
Factfinding: total Dutch expect more than total Japanese; H3 less optimistic 
than the younger Dutch groups; \2 strongly indicates relevance of the age 
factor in Japan, with Jl being the more optimistic. 
Satisfaction^ total Dutch somewhat satisfied, total Japanese rather dis-
satisfied; χ 2 reveals role of age factor in Dutch sample, the younger groups 
being quite satisfied; the young Japanese are less dissatisfied than the 
other Japanese groups; about 23" of the Japanese answers "I don't care", 
as against about 5% of the Dutch. 
I felt that "the others" (however vague) had to be included to provide some 
sort of standard for the respondents to compare with. I chose this lack of 
specificity on purpose (as in the cases where I used "they" as a reference 
to "management" in a broad sense). It has been suggested that the inclusion 
of this item may have contributed to the higher response rate of the oldest 
Dutch for this version β than for version α (cfr. sub item s27, subsection B), 
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Comments. Social security provisions in Holland, including those for the 
elderly, can stand any international comparison. Everyone of age 65, or over, 
receives a quite adequate state pension (often complemented with reasonable 
pension allowances from other sources). If for whatever reason one's working 
life is to be interrupted or concluded before the age of 65 is reached, an 
extensive network of ordinations and laws provides for security, as well. 
In spite of this, retirement remains a step of crucial importance and no 
doubt many pensioners have to scale down their standard of living somehow, 
in comparison to what they were used to. Summarizing: the Dutch social secu-
rity provisions for the elderly are quite advanced, but they still leave 
reason for some uncertainty to those who soon are to be beneficiaries. It 
is therefore not surprising to find the oldest Dutch in a state of "confusion" 
when asked how they feel their post-retirement life will be (see the percent-
ages above: they are split into two camps); the younger Dutch obviously worry 
much less. Contrastingly, Japanese social security provisions are quite poor. 
To limit attention to those for the elderly: these provisions barely exist 
at state or local level, causing older people to live in often miserable 
conditions. Fortunately, some steps are being taken (or considered) to bring 
about improvements in their lot. The Japanese respondents in my survey were 
all working in major companies under conditions of lifetime employment 
guarantees, so they were all entitled to receive whatever retirement pro-
visions their company offered. Except in the case of disciplinary separation, 
a retiring worker normally receives a lump sum at the moment of separation 
(calculated on the basis of number of seniority years, the last monthly wage 
or salary and status or merit), plus -in many cases- some kind of annuity 
or pension allowance, and this mostly for a limited period. The standard 
retirement age for males is still 55 in Japan, though a tendency exists to 
delay it till 58 or 60. Quite considerable as the disbursement may be at the 
time of retirement, it can barely serve to inspire feelings of security 
about one's further years ahead*. The lack of adequate public social security 
plus commonly insufficient provisions from the company side, force most el-
derly Japanese (indeed up to about 80 per cent of them) to look for work 
after retirement, for which they typically are willing to accept quite sub-
standard working conditions. All this is true even for most of those who 
retire from big companies where working-conditions are usually superior, 
but one can only start to imagine the predicament of those who never had the 
fortune to "belong to" a large firm. No wonder, then, that my Japanese sample 
as a whole expresses little confidence in its after-retirement prospects. 
The youngest still do not worry so much (either because they still have but 
little interest, or because they expect betterment of conditions before they 
reach the age limit themselves, or the like), but the middle and particularly 
oldest groups express grave concern.** 
* 
Life expectancy for males has risen from less than 50 years of age right 
after the Pacific War, till well over 71 at present (females even more). 
** 
I figure that the 23 per cent who answer "I don't care", in reality do not 
care about the survey itself. 
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FS item no. α7 
Do you feel they pay you what you 
should get for your work? 
1 they pay very well 
3 they pay rather well 
5 they pay very badly 
How do you feel about this? 
1 very content 
3 I don't care 
5 very discontent 
Factf. % % 
1-2 3 4-5 
Factf. % % % 
1-2 3 4-5 
Satisf. % % 
1-2 3 4-5 
Satisf. % % % 
1-2 3 4-5 
Jl 11 44 45 X=3.398 σ=0.862 HI 
22 26 52 
X=3.434 σ=1.028 Jl 
16 28 56 
X=3.536 σ=0.963 
m
 40 3 58 
Π 1
 X=3.352 σ=1.441 
J2 12 35 54 X=3.511 σ=0.828 H2 
24 32 44 
X=3.298 σ=1.008 J2 
13 27 60 
X=3.624 σ=0.887 H2 
45 3 52 
X=3.336 σ=1.405 
J3 12 43 45 X=3.391 σ=0.841 НЗ 
34 24 42 
X=3.133 σ=1.102 J3 
20 30 50 
X=3.383 σ=0.929 
u-, 54 0 46 
n j
 X=3.038 σ=1.483 
Jt 12 42 47 
X=3.421 o=0.851 
μ. 28 26 45 
τ
 X=3.251 σ=1.059 
,. 16 28 56 
* X=3.527 o=0.941 Ht 
48 1 51 
X=3.194 o=1.452 
.«* ,x* .** 
HI : H3 
Nj 625 Nh 
Jt : Ht 
431 Nj 







** Jt : Ht 
Factfinding: Dutch total reports "better" pay than Japanese total; oldest 
Dutch better than youngest Dutch. 
Satisfaction: total Dutch less dissatis 
Japanese better than other compatriots 
nese answer "I don't care", as compared 
the Dutch are rather badly split. 
Comments. Over 28 per cent of the Oapan 
such a down-to-earth item as this one; 
the indifference to the survey itself* 
firm the suspicion (which I heard a few 
"leading question"; of course at the Ы 
ly does not evoke the highest praise fr 
fied than total Oapanese; oldest 
especially J2); 28.2% of all Japa-
with slightly over \% of the Dutch; 
ese answer "I don't care", even with 
the temptation is strong to ascribe 
This percentage does not seem to con-
times) that this again would be a 
ue-collar level, take-home pay normal-
om most people at the receiving end, 
* 
Unless there is something wrong with the wording (which I fail to recognize): 
the next item αβ12 shove a much lower proportion of 16%. 
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bu t it appears surely worthwhile to compare the differences in perception at 
various age and nation levels. In Japan there used to be a highly visible 
relation between seniority and pay; over the past decade, or so, the gap 
between young and old has gradually narrowed, but still the relation is quite 
clearly extant. In view of this, it is no wonder that the oldest Japanese 
feel least discontent with what their paycheck stands for. It is those be-
tween 26 and 35 years of age (at least during my study), who have most reason 
to regret recent developments:the narrowing trend has steadily been eating 
away at what they had anticipated to be their seniority benefits, reducing 
their relative earnings considerably in comparison with the rapidly rising 
wages of those with little or no seniority (see the strong dissatisfaction of 
J2). The youngest Japanese, meanwhile, still receive rather low wages, in 
spite of improvements over the years. Their discontent seems to concern this 
present low level rather than anything else; moreover, the youngest workers 
in Japanese major companies are often called upon to perform the more menial 
or unattractive jobs (which in Western Europe over the past decade were 
largely taken by foreign workers); their discontent may therefore also be 
a reflection of their feeling that their pay stands in imbalance to the work-
load they have to shoulder. 
In Holland, finally, seniority officially does not play as central a role as 
in Japan. Yet, many older workers have somehow succeeded in getting those 
jobs that either pay better or are less demanding; this, in addition to the 
fact that in the recent past general levels of remuneration had been dras-
tically improved*, must somehow account for the relatively low degree of 
dissatisfaction among the oldest Dutch group. Note, however, that quite 
substantial proportions of the younger Dutch also give a satisfied answer 
(for the youngest, the recently introduced "minimum youth wage" -jeugdloon-
may have been a positive factor). 
* 
This in spite of the notorious "eindloon", a ceiling-wage which cannot be 
surpassed unless one is promoted or performs a higher-paid job. I presume 
that many of the older ones who express dissatisfaction on this question, 
must have had this "eindloon" somehow in mind. (See our "Werken in Japan"; 
Van Gorcum, Assen, 1975, pp. 154-155). 
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FS item no. α-β17 
Do you earn enough for all 
really necessary expenditures? 
1 I have quite a bit left 
3 exactly enough 
5 not nearly enough 
How do you feel about this? 
1 very content 
3 I don't care 
5 very discontent 
Factf. % % % 
1-2 3 4-5 
,, 13 37 50 
J i
 X=3.448 σ=0.832 
,, 4 26 70 
J ¿
 X=3.737 σ=0.648 
„ 8 29 63 
^ X=3.690 σ=0.803 
lt 10 33 57 
^ X=3.554 σ=0.787 
t**Jl:J2 and J1:J3 
t* 
X 2 25.312 
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t* HI : H2 
X 2 
Nh 430 
Jt : Ht ж* Jt : Ht η.s. 
Factfinding α: total Dutch "better" than total Japanese; X in Japan: young-
est better off; X 2 also significant in Holland; HI better off(0.05 level). 
Factfinding g: no difference between total average here, but still: basic-
ally identical data as a. 
Satisfaction a: totals no difference; in both nations, the middle groups 
V " ' 
ОПТУ UUUU.. iU,» -. -.. w-
r
-..^--, -.. -· -.. 
Satisfaction g: similar data, but the age-related difference in Japan dis­
appears; note H2; "I don't care" is answered by only about 11% of all Jap­
anese, and 3% of all Dutch. 
Comments. This question has evoked much discussion. "Everyone will say he 
does not get enoug", was the portent of many remarks, but others saw the 
(J2 and H2) most dissatisfied; least dissatisfied are the oldest in Japan 
(J3), the youngest in Holland (HI); the "I don't care" answer is chosen by 
only about 16% of all Japanese and less than 2% of all Dutch. 
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Factf. t % % 
1-2 3 4-5 
„ 16 35 50 
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1-2 3 4-5 
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πτ
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t** 
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\ 2 
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Jt : Ht η.s. Jt : Ht η.s. 
possibility that a distinct pattern of differences would appear . 
I came to share the latter view, be it with hesitation, for at the blue-
collar level the probability of a largely similar reply seemed high. 
At the factfinding side the Dutch as a whole report to be somewhat better 
off than the Japanese, in both nations the young ones giving the most 
favorable factfinding reply (but Jl not in satisfaction). Neither the fact­
finding nor the satisfaction answers justify the conclusion that "the blue-
collar worker" in either nation was content with the (iiii)balance between 
his pay and his household budget. The middle groups J2 and H2 (age 26-35) 
deserve special attention because of their outspoken dissatisfaction. 
Maybe this is one more expression of their relatively heavier family re­
sponsibilities and -in the case of J2- the relative lack of progress in 
their pay over recent years (see the comments sub the previous item a7). 
The comparatively low "I don't care" answer frequencies seem to indicate 
that this item managed to catch immediate attention from both samples, even 
from many of those who were normally inclined to make do with this answer. 
* 
Note that Jl gives the more favorable factfinding answer here, but did not 
do so sub the previous item a7 (even though they actually earn less than the 
older Japanese); I interpret this as indicating that this question indeed 
made sense, since rather differentiated responses were given. 
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FS item no. ß40 
Do wages and bonuses in your company always 





How do you feel about this, 
1 very content 
3 I don't care 
5 very discontent 
Factf. % % % 
1-2 3 4-5 
„ 56 15 28 
L
 X=2.662 σ=1.113 
,, 47 22 32 
J¿
 X=2.783 σ=1.152 
,, 61 15 25 
d J
 X=2.420 σ=1.170 
u
 55 17 28 
J t
 X=2.648 σ=1.133 
t " 
t* J2 : J3 
X.2 20.356 
Nj 613 
Factf. % % % 
1-2 3 4-5 
M1 60 14 27 n l
 X=2.511 o=1.390 
u9 60 21 20 H¿
 X=2.444 o=1.235 
и. 45 15 40 
"
J
 X=2.978 σ=1.467 
M, 52 16 33 
nz
 X=2.771 o=1.407 






11 - 3 8 
и і
 X=1.046 
ι? - 33 
οά
 X=3.158 
13 - 4 3 d J
 X=2.973 
















Satisf. % % % 
1-2 3 4-5 
m
 58 10 33 
n i
 X=2.688 o=1.244 
„, 44 10 45 
"
¿
 X=3.125 o=1.312 
MO 40 8 51 
HJ
 X=3.241 o=1.359 
Ht 46 9 46 
"
z
 X=3.090 o=1.323 
t** HI : H3 
t* HI : H2 
X2 
Nh 397 
Jt Ht η.s. Jt : Ht η.s. 
Factfinding: no difference between the averages of both total samples; X 
reveals a role of the age factor in Japan; H3 is most sceptical in the Dutch 
sample. 
Satisfaction; both total samples are almost equally divided over "plus and 
minus' ; only HI deviates from this pattern to some extent (58% - 10% - 33%) 
showing some satisfaction. 
Comments. The young Dutch seem to indicate some relation existing between 
wages and performance, which makes them mildly satisfied. The other data do 
not justify any conclusion, because of the strong divisiveness in both 
samples. The experience with appraisal-related items -in the followinç sect-
ion- sill also show that our respondents had difficulty answering items which 
sooner relate to matters of interest to professionals in personnel manage-
ment. Maybe this question ought to be grouped with such items. Moreover, 
in spite of the importance of bonus payments in Japan (where they indeed are 
one of the cornerstones of remuneration), I could not ask any more questions 
about this subject, because the concept of bonus, and certainly its practical 
application, is almost unknown in Holland. Japanese bonuses are supposed to 
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be a reflection of the total company performance, average payments in bigger 
manufacturing firms amounting to the equivalent of no less than 5 or 6 month-
ly wages, paid extra every year. During recession periods the amounts na-
turally decline. Even though workers generally tend to regard bonus as an 
integral part of regular payments, such is not actually the case. Management 
may utilize bonus payments in order to keep the basic salary levels lower 
(on which a number of other disbursements are based, e.g.: social security 
premiums, retirement lump sums, etc.). -A special note about the exceptional 
reply of the youngest Dutch: recent years have seen a dramatic improvement 
of "youth-wage" levels in Dutch industry; even by international standards 
young Dutch workers receive quite reasonable pay (this in stark contrast 
with their Japanese counterparts who make relatively less, and certainly did 
so in 1972). 
FS item no. a40 
Do you gain financially, when your 
company makes more profit? 
1 yes, always 
3 not always 
5 no, never 
How do you feel about this? 
1 very content 
3 I don't care 
5 very discontent 
Factf. % % % 
1-2 3 4-5 
„ 14 29 57 
üi
 X=3.544 o=0.922 
lp 14 37 50 
J ¿
 X=3.496 σ=0.986 
n
 16 30 54 
^ X=3.483 o=1.030 
,. 15 31 55 
z





Factf. % % % 
1-2 3 4-5 
m
 40 20 41 
n i
 X=3.118 o=1.433 
μ 9 44 22 34 
"
¿
 X=2.931 σ=1.324 
u, 51 19 30 
M J
 X=2.769 σ=1.328 
H. 46 20 34 
X=2.897 o=1.350 
t« 
t* HI : H3 
X 2 
Nh 426 
Satisf. % % % 
1-2 3 4-5 
„ 17 18 65 
J I
 X=3.682 o=1.004 
1 ? 16 16 69 d ¿
 X=3.722 o=1.021 
n 19 22 59 
J
 X=3.557 o=1.023 
n 17 18 65 
J t






HI - 43 
И і
 X=3.228 




H3 - 52 
и:>
 X=2.850 
















Jt : Ht ** Jt : Ht ** 
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Factfinding: total Dutch "better" than total Japanese; HI (and also H2) 
spi it almost equally in "plus and minus"; H3 most favorable. 
Satisfaction: the Dutch are again rather badly split down the middle, with 
only minor shifts over the age groups; only about 18% of all Japanese choose 
answer 3, and 20% of all Dutch. 
Comments. The Dutch this time are clearly divided, both in factfinding and 
in satisfaction (though the oldest Dutch tend toward the favorable view). 
This must be due to the fact that profit sharing was practised in only 
one of the participating firms, the other ones having something like it, 
but in a slightly hidden form. 
The Japanese take a clear stand: they feel they usually do not get any 
better off when the company makes more profit, and leave no doubt about 
disliking this. At first sight this is surprising: bonus payments are di­
rectly related to the total company performance in the preceding period, 
and as such they are profit-sharing devices. Yet, in the eyes of most Jap­
anese workers bonuses are just deferred payments, inalienable parts of 
one's regular pay (that is why unions sometimes speak of "seasonal allow­
ances", in order to prevent the impression of a generous grant). If one 
regards bonuses as part and parcel of normal payments, in other words, if 
one eliminates bonus as a way of profit sharing, then little is left, 
indeed. I presume this lies at the root of the discontent at Japanese side 
(where the low frequency of the "I don't саге''-answer reveals rather keen 
interest, again). 
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FS item no. α-β15 
Are overtime-work assignments in your com­
pany ever allocated in an arbitrary way? 
1 yes, always 
3 sometimes 
5 no, never 
How do you feel about this? 
1 very content 
3 I don't care 
5 very discontent 
Factf. t 
1-2 
11 1 2 
J i
 X=3.451 





















Factf. % % % 
1-2 3 4-5 
m
 34 12 55 
И і
 X=3.383 σ=1.361 
m 1 9 9 7 3 
"
¿
 X=3.922 σ=1.290 
„, 20 4 75 
п і
 Χ=3.943 σ=1.320 
Ht 2 3 7 7 0 M t
 Χ=3.802 σ=1.322 
t**Hl:H2 and hl:H3 
t* 
\ 2 20.155 
Nh 389 
Satisf. t t % 
1-2 3 4-5 
η 31 50 20 
X=2.859 σ=0.864 
„ 38 57 6 
J¿
 X=2.621 α=0.702 
n
 43 53 3 
J J
 X=2.496 c=0.727 
,. 35 52 14 
J Î
 X=2.742 σ=0.804 
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H3 - 5 6 
ηό
 X=2.356 

















Jt : Ht ** Jt : Ht ** 
Factfinding α: total Dutch report less arbitrariness than total Japanese; 
X¿ in Dutch sample indicates relevance of the age factor: HI much higher 
occurrence than other Dutch. 
Factfinding в: basically identical information though H2 is now closer to 
нг: 
Satisfaction a: almost 52% of all Japanese and over 27% of all Dutch answer 
"I don't care"; "X2 indicates relevance of age factor in Japanese sample; Jl 
least satisfied. 
Satisfaction g: as in a, total Dutch more satisfied than total Japanese; 
almost 54% of all Japanese and 34% of all Dutch answer "I don't care"; 
the significance of "X2 disappears with all age-related differences in the 
Japanese sample. 
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Factf. % % t 
1-2 3 4-5 
„ . 12 37 51 
J 1
 X=3.467 σ=0.913 
1 9 7 40 53 
vJ¿
 X=3.510 σ=0.771 
,, 8 32 59 
^ X=3.588 σ=0.925 
,. 10 37 53 
J t




Factf. % % % 
1-2 3 4-5 
m
 28 17 55 
1
 X=3.460 σ=1.285 
μ 9 26 12 62 
"
¿
 X=3.739 σ=1.315 
„, 17 6 76 
^ Χ=4.076 σ=1.236 
ut 21 10 69 
Μ Ι
 Χ=3.874 c=1.261 






Satisf. % % % 
1-2 3 4-5 
„ 31 51 18 
0 1
 X=2.857 c=0.841 
,- 29 60 12 
¿
 X=2.801 σ=0.737 
n
 32 54 15 
^ X=2.825 σ=0.786 
u
 30 54 16 





Satisf. % % % 
1-2 3 4-5 
M, 41 39 20 
1
 X=2.694 σ=1.106 
μ 9 45 24 32 
X=2.714 σ=1.385 
,,, 47 34 19 
M J
 X=2.522 o=1.214 
H t 45 34 21 H t





Jt : Ht ** Jt : Ht ** 
Comments. The 3-way analysis of 
exist between the outcomes of i 
the apparent differences in the 
numerous) older Japanese*. 
In both samples, the proportion 
answer is quite high; moreover, 
of non-respondents: 13 per cent 
per cent (including 15 per cent 
seems to be little reason to be 
Dutch protest with a large numb 
tively big drop-out ratio, whil 
wards the "I don't care"-answer 
variance has shown that no basic differences 
tem 15 in version α and 3; this in spite of 
answer patterns of especially the (less 
of people selecting the "I don't care"-
the Dutch sample shows quite a high ratio 
in version a, and slightly less than 10 
of the youngest group) in version B. There 
happy with item αβ15. As elsewhere, the 
er of "I don't care"-answers, plus a rela-
e the Japanese characteristically draw to-
only (with little non-response). 
In the analysis of variance the high proportion of "I don't care" answers 
in both version α and version β, for both the Japanese and the Dutch samples, 
naturally is given a high weight; even to the extend that the importance of 
some existing differences may tend to become obscured. 
-151-
FS item no. α6 
Does your company give its personnel the 
chance to buy all sorts of articles at 
discount prices? 
1 yes, many articles 
3 some articles 
5 no, nothing at all 
How do you feel about this? 
1 very content 
3 I don't care 
5 very discontent 
Factf. % 





Satisf. "Ό % 
1-2 3 4-5 
Satisf. 
1-2 3 4-5 
Jl 61 16 24 X=2.469 σ=1.266 HI 
75 13 13 
X=1.990 σ=1.215 
„ 49 22 29 
J i
 X=2.801 σ=1.128 HI 
82 7 12 
X=1.752 o=1.185 
1 9 34 27 40 
J ¿
 X=3.076 o=1.197 H2 
50 18 32 
X=2.675 σ=1.399 J2 
30 25 45 
X=3.212 o=1.128 
μ 9 63 6 32 
M ¿
 X=2.605 o=1.554 
,, 18 33 50 
JJ
 X=3.491 o=1.061 H3 
35 27 38 
X=3.067 o=1.473 J3 
20 31 50 
X=3.405 o=1.008 H3 
53 7 40 
X=2.876 o=1.594 
Jt 47 21 31 X=2.782 o=1.214 
„.. 48 21 31 
ητ
 X=2.699 o=1.361 Jt 
39 24 37 
X=2.997 o=1.106 
„. 63 7 31 
M t
 X=2.528 σ=1.483 
t**Jl:J2 and J3-J2 
« :J3 






H2 : H3 
51.005 
429 
t**Jl:J2 and J1:J3 
t* 
X 2 37.523 
Nj 619 
Jt : Ht η.s. 
t**Hl:H2 and H1:H3 
t* 
X 2 44.667 
Nh 428 
«ж Jt : Ht 
Factfinding: total Dutch versus total Japanese: no difference, mostly due to 
the scores of the 2 largest groups; strong X ' in both samples, with the young­
est recording most "positively"; within each sample all age groups differ 
significantly. 
Satisfaction: total Dutch more satisfied than total Japanese; xf strong in 
both nations; Jl better than both other groups; HI much more satisfied than 
any other group; 24% of all Japanese takes answer 3, and 7% of all Dutch. 
Comments. In both samples, but most notably so in the Dutch one, the young 
ones say they can buy (fairly) many goods at discount prices through the 
company, while the older ones tend (heavily) towards saying the opposite 
(most notably so in Japan). A basically congruent pattern is found at the 
satisfaction side, with the Japanese appearing generally less satisfied than 
their Dutch counterparts. The outstanding position of the younger groups in 
both samples may have to do with their appreciation of being able to buy at 
reduced rates just because one belongs to a certain company, in itself a new 
experience for them. More puzzling may seem the fact that the Dutch as a 
group (with a relative overrepresentation in the higher age-brackets) are 
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more satisfied than are the Japanese as a group 
the lower brackets). In Japan, it is quite norma 
arrange for a variety of articles to be bought a 
personnel; this can be realized by the company d 
assistance rendered to an employees' cooperative 
In Holland such a practice is much less common, 
survey happened to be able to make use of such s 
awareness of having such an exceptional service 
connected with it in the outside world, have ins 
reactions in the Dutch sample. 
with overrepresentation in 
1 practice for a company to 
t discount prices by its 
irectly, or indirectly via 
association, or the like. 
but most respondents in my 
ervices. I presume that the 
available, and the status 
pired many of the positive 
FS item no. B6 
Does your company have many recreation 
facilities available for its personnel? 
How do you feel about this? 
1 yes, ver 
3 fairly m 
5 no, none 
Factf. t % % 
1-2 3 4-5 
„ 63 26 11 
ϋ 1
 X=2.246 σ=0.953 
,, 50 31 19 
J¿
 X=2.553 σ=1.017 
,, 48 35 17 
d J
 X=2.596 σ=0.980 
,. 57 29 14 
0 ΐ
 X=2.380 o=0.974 
t**Jl:J2 and J1:J3 
t* 





Factf. % % % 
1-2 3 4-5 
H 1 47 21 32 
И і
 X=2.792 o=1.249 
и 7 28 12 59 
X=3.403 σ=1.276 
M, 25 16 59 
H J
 X=3.485 σ=1.189 
H t 31 17 53 H t
 X=3.306 o=1.219 
t**Hl:H2 and H1:H3 
t* 
X 2 24.985 
Nh 405 
1 very cor 
3 I don't 
5 very di: 
Satisf. % % % 
1-2 3 4-5 
„ 43 23 24 
X=2.628 o=1.089 
,, 42 25 33 
J ¿
 X=2.920 o=1.080 
n 43 34 22 
dJ
 X=2.781 o=0.962 
,. 49 25 26 
J t
 X=2.728 σ=1.063 







Satisf. % % % 
1-2 3 4-5 
μ 1 61 11 27 
И І
 X=2.500 o=1.407 
ц? 35 20 45 
M ¿
 X=3.225 σ=1.345 
μ, 32 28 40 
M J
 X=3.132 o=1.263 
μ. 40 23 37 
ητ
 X=2.997 σ=1.312 




Jt : Ht 
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Factfinding: total Japanese far more than total Dutch; X indicates relevance 
of age in both samples: Jl and HI more than the compatriots (but Jl far more 
than HI). 
Satisfaction: total Japanese more satisfied than total Dutch; Jl better than 
J2;~y¿ reveals role of age in Holland: HI far more satisfied than other groups; 
over 25 % of the Japanese answers "I don't care", and 23 % of the Dutch 
(relatively high). 
Comments. Among the fringe benefits commonly and amply provided by major Jap-
anese companies are extensive recreation and amusement facilities. Given the 
notorious lack of proper recreation possibilities (at reasonable prices) in 
Japan's overpopulated industrial areas, this really is no luxury at all. 
Actually, one of the measures of a company's social standing is the range of 
the facilities it offers to its personnel. (According to a 1976 survey by the 
Prime Minister's Office, in Tokyo the percentage of companies providing such 
facilities is relatively low, but outside the Tokyo area it often surpasses 
60 per cent; especially young workers are eager users, the study revealed). 
Dutch companies may provide recreation possibilities, but normally these are 
only a far cry in scope and scale from what is usual in Japan; moreover, many 
companies in Holland seem to have consciously made a choice to reduce any 
services of this kind, inherited from a previous era. Holland offers exten-
sive recreation possibilities at reasonable prices, even in the more populated 
areas, so the need for companies to do so is less obvious. All this is re-
flected in the answers obtained to this item e6. The Japanese report over-
whelmingly more facilities to be available than do the Dutch, and also express 
more satisfaction (except for the youngest Dutch). In both nations it is the 
youngest (the most likely users) who give the most favorable replies (both 
in factfinding and in satisfaction). The difference between the average satis-
faction scores of both total samples is mostly due to their respective ratios 
of young and old. Taking these into account, it seems correct for one to 
conclude that both samples react in a very similar way: the young one's are 
quite content, the older ones tend to be rather indifferent; this in spite 
of an enormous difference in level and scale of recreation possibilities at 
hand. Finally, the Dutch here display a rather high "I don't care" ratio: 
over 23 per cent; characteristically, this includes only 11 per cent of the 
youngest, and respectively 20 and even 28 per cent for the middle and oldest 
groups. In this particular case, the Japanese show a for them moderate 25.3 
per cent of 3-answers, meaning relatively little indifference on their part 
(but like in the Dutch case the "I don't care" proportion rises dramatically 
with growing age). 
Note. My questionnaire did not explicitly refer to the often quite impressive 
medical facilities and provisions that are offered by many major Japanese 
companies to their regular employees (and close relatives). This "medical" is 
to be understood in a broad sense, to include - except for hospitals, 
sanatoriums, etc. - also mountain-side resthomes, beach-resort facilities, 
and the like. (See also my forthcoming "Japanese Working Man", and our 
"Werken in Japan"). 
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FS item no. α-β13 
Does your company ever try to influence the 
way its employees spend their free time? 
1 yes, very often 
3 sometimes 
5 no, never 
How do you feel about this? 
1 very content 
3 I don't care 
5 very discontent 
Factf. t % % 
1-2 3 4-5 
Factf. t % % 
1-2 3 4-5 
Satisf. % % % 
1-2 3 4-5 
Satisf. % % % 
1-2 3 4-5 
„ 9 32 59 
d i
 )?=3.724 σ=1.034 HI 
14 17 68 
X=4.019 σ=1.190 Jl 
44 40 17 
X=2.668 σ=1.006 
H 1 61 25 14 
П і
 X=2.204 σ=1.241 
J2 4 34 62 X=3.773 σ=0.876 H2 
6 10 84 
X=4.451 σ=1.039 J2 
40 48 11 
X=2.659 σ=0.860 H2 
69 19 13 
X=2.063 o=1.247 
J3 5 31 65 X=3.905 o=0.938 H3 
4 10 87 
X=4.565 o=0.884 J3 
52 43 6 
X=2.417 o=0.854 H3 
70 17 12 
X=2.005 o=1.177 
Jt 7 32 61 X=3.768 o=0.983 Ht 
7 12 82 
X=4.402 o=0.999 Jt 
44 42 14 
X=2.620 o=0.947 
μ. 68 20 12 
1




t**Hl:H2 and H1:H3 
t* 









Jt : Ht 
Nh 
Jt : Ht 
421 
** 
Factfinding a: total Japanese little "policing", total Dutch even less; X 
reveals role of age factor in Holland: HI somewhat reticent. 
Factfinding g: totals same as with a; within Japan, J2 changes, resulting in 
some differences arising; within Holland, HI moves closer to the other 2 
groups (\2 disappears); in spite of some shifts, the information is not basic-
ally different from a. 
Satisfaction g: total Japanese rather satisfied, total Dutch much more; J3 
stronger than other Japanese groups; 42% of the Japanese take answer 3, and 
20% of the Dutch. 
Satisfaction g: totals similar to α (but α levels mostly higher); the differ-
ences within Japanese sample disappear; about 47% of the Japanese and 26% 
of the Dutch take answer 3. 
Comments. Though according to the analysis of variance no fundamental differ­
ences exist in the answer patterns of item agl3 in both versions, a rather 
substandial number of changes are observed when α and ß are compared.* 
In many Western nations, in the past, companies were criticized for being too 
paternalistic; of the points of criticism, one was that through a score of 
recreation provisions (and outright regulations about leisure time spending) 
the company tried to keep a grip on the whole life and development of its 
personnel. Such criticism has become rare in the West, but is still levelled 
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against many present-day Japanese compames. That is why I included item αβ13. 
However, as far as the replies given here seem to indicate, in Japan such an 
intrusion in the privacy of personnel does not often take place, and the Dutch 
go virtually so far as to say "never". The Dutch regard this with definite 
satisfaction; the Japanese also, be it to a lesser extent. In both samples 
the young groups are slightly reserved. Many young Japanese live in company 
dormitories (no other decent housing being available at a reasonable cost) and 
are possibly subjected to severe restrictions of freedom, in their leisure 
time as well; in other ways too Japanese compames seem rather eager to impose 
a certain character upon their young personnel** (many introductory courses 
are explicitly called "indoctrination courses"), more so than most Dutch com­
panies, though young workers in Holland are also subjected to a number of in­
troductory courses, which may on occasion include some "indoctrination" 
elements too, but the latter seems to happen less intentionally in Holland 
than in Japan. Note: the answer-3-proportions (satisfaction) in both samples 
are rather high, implying that many respondents could not care less about the 
subject matter at hand (I certainly would not classify this item among the 
best ones). 
Factf. % % % 
1-2 3 4-5 
,, 8 35 57 
J i
 X=3.698 σ=0.987 
1 ? 8 36 55 
J £
 X=3.589 σ=0.930 
,, 4 31 65 
0 J
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u
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J t
 X=3.716 σ=0.962 
t** J3 : J2 
t* J3 : Jl 
X 2 
Nj 613 
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1-2 3 4-5 
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 X=4.427 σ=0.997 
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"
¿
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H J
 Х=4.б79 σ=0.770 
и
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" Х=4.599 σ=0.856 




Satisf. % % % 
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J i
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J ¿
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Satisf. /o % % 
1-2 3 4-5 
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"
¿
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„, 59 26 13 
M J
 X=2.265 σ=1 261 
η. 60 26 15 
ητ





Jt : Ht Jt · Ht 
* 
As in the case of G.Litem no.l (see 1,5,с) one may wonder whether these differ­
ences should not be partly attributed to the differing contexts in version α 
and β: items 1-12 in both versions are far from each other's equivalent, item 
13 being the very first "common" item. See also the footnote sub item a-315. 
** 
See T.P.Rohlen's contribution in the Newsletter of the Council on Anthropology 
and Education, 1971, 2(1), 3-8. See also my own "Japanese Working man" (forth­
coming) and "Werken in Japan". 
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FS item no. α42 
Does your company usually give assistance to 
employees who cannot find suitable housing? 
1 yes, always 
3 sometimes 
5 no, never 
How do you feel about this? 
1 very content 
3 I don't care 
5 very discontent 
Factf. t % % 
1-2 3 4-5 
„ 54 28 18 
0 1
 X=2.628 σ=0.964 
1 9 59 30 11 
^ X=2.429 σ=0.920 
,, 64 24 12 
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 X=2.379 σ=0.944 
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^
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t** 
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X 2 
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Factf. % % % 
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„, 80 14 6 
M J
 X=2.048 σ=0.878 
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J ¿
 X=2.639 σ=1.014 
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Jt : Ht ** Jt : Ht ** 
Factfinding: total Dutch better than total Japanese; Jl reports less help 
than other groups. „ 
Satisfaction: total Dutch far more satisfied than total Japanese; X almost 
reaches 0.01 level significance in Japanese sample: Jl least satisfied of 
all groups; almost 22% of the Japanese choose "I don't care", and 5% of the 
Dutch. 
Comments. The rather low "bowing-out" ratio (satisfaction answer 3) for both 
samples indicates a keen interest in the subject matter at hand. Japan 
struggles with an outrageous housing shortage, and since the last war many 
Dutch too have had great difficulty in finding a decent place to live (though 
the situation in Holland is far less problematic than in Japan). One of the 
major fringe benefits that most larger Japanese companies offer their regular 
personnel is housing. Bachelor employees are provided with inexpensive 
living space in company dormitories (or the like) where living-conditions 
are rarely of excellent standard (cf. the satisfaction score of Jl),but at 
least they fill a sorely-felt need. Married employees may get a dwelling at 
low cost, or the company may take over part of their rent and/or other 
living expenses. This practice has become very widespread, to the extent that 
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companies nowadays find themselves up against enormous burdens and would 
actually like to discontinue this sort of service. But as long as Japan's 
painful housing shortage remains (and humanly speaking this will still be 
quite a while in spite of the fact that the Japanese seem willing to accept 
lower housing standards than most Europeans or Americans), employees will 
probably keep pressing for preservation of the present, or any similar, 
systems of housing assistance, including loans at favorable terms for 
stimulation of house-ownership (the amount normally depending on their 
status within the company and/or their seniority). 
In Holland, most companies have abandoned the (largely prewar) practice of 
providing company-owned housing to their employees, though this is still 
being done sporadically. Dutch employees more typically will get assistance 
in finding suitable housing from the personnel department. Loans may be 
given on easy terms, to help employees weather over the consequences of 
having to settle down. Most companies are able to render efficient help, 
at any rate. But it occurs to me - seen from the outside - that Japanese 
companies actually (have to) provide much more of this sort of service than 
their Dutch counterparts. In contrast to the latter, in their factfinding 
replies the Dutch report a higher frequency of housing-assistance being given 
than do the Japanese. Objective reality and perception once more seem to 
differ: in the miserable conditions so many Japanese workers are confronted 
with, the demands on the company will tend to be numerous and stringent, 
easily leading to an impression that the company could do better. Dutch 
workers will usually be able to take care of their own, so that company 
assistance is actually needed in relatively rare cases. All this is reflected 
in the satisfaction replies, which show that the Dutch are much more content 
than the Japanese (especially the youngest). The Dutch, in contrast to the 
Japanese, seem quite unanimous in their praise of company efforts. For once, 
the older Dutch give up their harsh rejection of everything connected with 
management; or should we rather interpret this to the extent that personnel 
staffers are not really seen as representing management? 
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FS item no. ß42 
Do you think your company would come to 
your help if you suddenly got into 
financial trouble? 
1 yes, for sure so 
3 probably so 
5 no, for sure not 
How do you feel about this? 
1 very content 
3 I don't care 
5 very discontent 
Factf. % % % 
1-2 3 4-5 
,, 36 30 35 
di
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0 τ
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Factf. % % % 
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Satisf. % % % 
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Satisf. % % % 
1-2 3 4-5 
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Jt : Ht ** Jt : Ht ** 
Factfinding: total Japanese somewhat higher expectation than the Dutch; J3 
more than Jl. 
Satisfaction: total Dutch rather satisfied; the Japanese are hopelessly split: 
1/3 takes answers 1-2, 1/3 answer 3, 1/3 answers 4-5 (the Dutch 64% - 9% -
27% respectively). 
Comments. I am not really in a position to compare existing provisions for 
this sort of assistance in Japan and in Holland; it does not seem to be very 
easy to collect specific information on this matter. I have the impression 
though, that Dutch companies tend to pay more attention to the individual's 
welfare than Japanese ones, which seem to cater rather for the needs of the 
"collective". I presume that the greater professionalization level commonly 
found in Dutch personnel staffs would favor a situation where strictly in­
dividual problem situations can be more discreetly handled, more so than 
in most Japanese companies; here the personnel department's staff tends to 
go through regular fluctuations and changes (cfr. item aio*). Also, the 
* 
See also our "Werken in Japan" (Van Gorcum, Assen, 1975), pp.163-164. 
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fact that in Holland unions work for "the collective" at the national and 
industrial rather than company level seems to make it more natural for the 
Dutch personnel-man to close the gap by devoting attention to individual 
matters. His Japanese colleague indeed seems more immersed in dealings with 
the company union, on a more "structural" level. In their factfinding-
answers, both samples indicate they "would think so" (that the company would 
come to their help in a case of sudden financial straits), the Japanese some-
what more so than the Dutch, and the older Japanese being most outspoken. 
Reversedly, it is the Dutch who express far more satisfaction than the 
Japanese, who are neatly split up in 3 groups of about equal proportion, 
apparently not able to make up their mind. Maybe it is because of their 
rather advanced social security system and the consequently minor likeli-
hood of financial emergencies, that the Dutch can afford to express satis-
faction about what help they can normally get from the company side; the 
probability of such an emergency is greater for the Japanese, easily leading 
again to more requests to the personnel department than it can properly 
handle. However, it still remains to be explained why one third of the 
Japanese chooses the "I don't care" answer. In addition to the usual number 
expressing lack of interest in this survey this way, maybe there are some 
who wanted to express their rejection of any form of paternalistic manage-
ment (as is still quite usual in Japan); I am not convinced that this is 
a sufficient explanation, but fail to propose a better one. 
Summary: remuneration and fringe benefits (subsection D) 
The following remarks are sparked off by the data of subsection D: 
1. Social security provisions are only meagerly developed in Japan (to state 
it euphemistically). "Group-orientedness" seems to imply a heavy reliance 
of the individual on the company for fulfilment of his primary needs; 
conversely, the Japanese company -once committed to lifetime employment 
guarantee and striving to maintain a steady work force- is likely to take 
responsibility for a variety of life necessities, other than bare wages 
or salaries. Actually, social security provisions have been largely 
developed in private industry in Japan, and emulated by the national 
government, be it belatedly and not on a quite convincing scale. Still 
at present, private enterprises constitute the vanguard of developments 
in the field of social security (however, perhaps in a slightly different 
role: the enormously increasing burdens make employers ponder seriously 
about the viability of better provisions at the national level). 
It is dangerous to make any more sweeping statements in this context. 
Yet, it seems to me that the impact of individualism in Dutch society has 
gradually developed into a system where an individual would (more or less) 
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consent to contribute directly to the state, in a sort of deal implying 
that he were to receive social security from this same state (with which 
he does not have a comparably personal involvement as the Japanese employee 
with his company); in spite of an undeniable paternalistic past in industry, 
it seems that the Dutch state has taken a far more active and directive 
role in the development of an integral system of social security, than has 
its Japanese equivalent. His direct but impersonal relation vis-à-vis 
the state, therefore, provides the Dutch individual with a relatively 
great measure of liberty vis-à-vis his company, certainly when compared 
with his Japanese counterpart who must rely on his company for fulfilment 
of several important needs, at least to an impressive degree. 
One of the items underlying this lengthy statement is ß7 (retirement 
prospects). 
2. State involvement has been more far going in Holland, also in connection 
with the determination of a national minimum wage. Japan's central govern-
ment has traditionally been reluctant to interfere with wage and salary 
levels in private enterprise. There is probably no direct relation between 
the existence or absence of nationally determined wage levels and the 
reaction to item agl7 (subsistence level earnings), even though one might 
be inclined to view the greater satisfaction of the Dutch sample as an 
expression of a heightened sense of security. More important seems the 
fact that the Japanese sample shows an overrepresentation of young people 
who -in view of the seniority-based remuneration practiced in Japan-
draw the total Japanese average clearly downward; with rising age, satis-
faction also increases in the Japanese sample. 
On the Dutch side the older ones are more content about their pay as well 
(a7), but on other items (aßl7 and g40) the young group also displays 
quite some satisfaction. I tend to link the "minimum wage for young workers" 
("jeugdloon", at the time recently introduced)to this favorable reply. 
All in all, I am inclined to view the Dutch answers against the background 
of a solid national security system, while the Japanese replies are to be 
evaluated more in view of pay practices in the repective companies 
(notably the application of the seniority principle that heavily favors 
older age brackets to the detriment of the younger ones). 
3. The Japanese company typically provides a wide range of fringe benefits 
of all sorts; this seemingly as a reciprocal to the fact that the company 
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wants not only a man's labor, but the total man, and his family 
(as suggested explicitly by Chie Nakane). In many ways it is with fringe 
benefits as with strictly financial matters: Japanese companies make up 
for gaps in provisions provided by the state (housing, recreation, 
financial problems; see items 36, a42, 342), and they do this much more 
so than do Dutch companies. It seems that the individual Japanese worker 
has to depend on his company, for a number of subjective and objective 
reasons, to a far greater extent than his Dutch colleague. Conversely, 
this greater dependency seems to create heavier burdens for the company 
to comply with numerous requests or expectations, resulting in larger 
dissatisfaction among the Japanese than among the Dutch (who ask and 
expect less and seem more self-reliant). 
4. It may be worth mentioning once more that in both nations it is basically 
the younger ones who are enthusiastic about "discounts" and "recreation 
facilities"(whose principal users they also are). I would like to recon­
sider what a Japanese expert once told me: "workers are not so much in­
terested any more in this sort of fringe benefits, they want assistance 
to find housing or financial help when needed". In both nations, the 
younger workers seem to refute this statement (items a6 and 36), but the 
older ones apparently go in the stated direction (e.g., cf. α6-β6, versus 
α42-Β42). 
5. The response patterns of item αβ17 seem to confirm the special family 
responsibilities, putting an additionally heavy burden upon those between 
the age of 26 and 35 (the middle groups in both samples). 
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Subsection E: Recruitment and Mutations 
Introduction 
Next I will group together the items regarding recruitment and selection on 
the one hand, and those concerning mutations (promotion, appraisal etc.) on 
the other. I am aware that this combination may seem awkward. However, since 
the items all very much concern the flow of personnel through the company, 
I see no real objection against putting them into one subsection. 
The following items will be dealt with successively: 
аЗІ8: Does it ever happen that they give too good an impression of your 
company when recruiting new personnel? 
a5 : Do you feel that selection of new people for your company is always 
done in a fair way? 
628 : Do they (in your company) ever employ people who previously worked in 
another company? 
a28 : Does the group in which you work often have to take in newcomers or 
temporary staff? 
=i22 : iJhen new people are employed, does your company usually take sufficient­
ly into account the preferences for a certain kind of work? 
B22 : Does your company usually try to find out the strongest points of its 
new employees? 
85 : Do you ever worry that misuse might be made of the personal data that 
you submitted when applying for employment in your company? 
alO : Does it ever happen that others are permitted to see the appraisals of 
your own performance, without your knowledge? 
BIO : Are people in your company ever given a rating on how well they get 
along with others? 
a35 : Do your performance appraisals always give a correct picture of what you 
are worth? 
335 : Do you feel that promotions in your company are always based on ability? 
a25 : Do you feel that "proper connections" are necessary for promotion in 
your company? 
825 : Do you feel there is only a fairly slight chance of dismissal in your 
company? 
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FS item no. а-ЗІ8 
Does it ever happen that they give too 
good an impression of your company 
when recruiting new personnel? How do you feel about this? 
1 yes, always 1 very content 
3 sometimes 3 I don't care 
5 no, never 5 very discontent 
Factf. 1 % % 
1-2 3 4-5 
,, 7 28 65 
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 X=3.753 σ=0.840 
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 X=4.015 σ=0.822 
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„ 35 39 26 
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1-2 3 4-5 
μ ι 18 33 33 
П і
 X=3.584 o=1.276 
u, 18 11 71 
n¿
 X=3.661 σ=1.122 
μ, 17 18 66 
^ X=3.623 o=1.118 
H t 17 17 66 H t





Jt : Ht Jt : Ht 
Factfinding a:total Dutch far "worse" than total Japanese; X indicates role 
of age-factor in Japan, Jl "worse" than other Japanese. 
Factfinding 3: Virtually identical, but differences within Holland somewhat 
more pronounced. 
Satisfaction a: total Dutch quite dissatisfied, total Japanese somewhat satis-
fied; "Xj indicates role of age-factor in Japan, where Jl less satisfied than 
the other groups; HI looks less dissatisfied (but no significance) than H2 
and H3; over 44% of the Japanese choose "I don't care", as against almost 17% 
of the Dutch. 
Satisfaction S: basically similar, but now the difference between HI and H2 
significant (H2 quite dissatisfied), and Ύ ' stresses age-factor in Dutch 
sample; almost 44% of the Japanese choose "I don't care", as against almost 
19% of the Dutch. 
Comments. The Dutch as a total show strong dissatisfaction, a seeming in-
dignation about what they see as an objectionable existing practice. Somehow, 
the youngest Dutch still preserve a slight trace of their tendency to be less 
critical of management (see sub в), but even they are quite dissatisfied. 
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The middle Dutch group (age 26-35) reacts in the most negative way. One may 
wonder if it could more simply be put like this: the young just start real­
izing the fact, the oldest know but have more or less resigned themselves to 
it, while the middle group knows to the full extent and feels an honest 
indignation*. Japan again presents the opposite picture, in that the young­
est hesitate in their judgment, while their elders rather seem to rally 
towards the side of management. Either recent recruiting practices have 
changed somewhat or (and this seems more likely to me) the higher one's 
seniority and the more one feels part of the system, the less one sees an 
imbalance between pre-employment talk and actual reality. 
Factf. % % % 
1-2 3 4-5 
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t* HI : H2 
X2 
Nh 399 
Satisf. % % % 
1-2 3 4-5 
η 34 41 25 
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Satisf. % % % 
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m
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ύ
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t* 
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Nh 399 
Jt : Ht ** Jt : Ht ** 
These "conclusions'Vest on shaky grounds, as the only significant difference 
found is that between HI and H2 in version 9; however, the remaining data seem 
to point in the stated direction which would be in line with comparable find­
ings in the preceding pages. 
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FS item no. α5 
Do you feel that selection of new people for 
your company is always done in a fair way? How do you feel about this? 
1 yes, always 1 very content 
3 sometimes 3 I don't care 
5 no, never 5 very discontent 
Factf. % % % 
1-2 3 4-5 
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Satisf. % % % 
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Satisf. % % % 
1-2 3 4-5 
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Note: response is quite regular in the two younger Dutch groups, but the oldest 
group gives a non-response rate of 10Ï in factfinding, 13% in satisfaction. 
Factfinding: total Japanese "better" than total Dutch; HI "better" than H3. 
Satisfaction: total Japanese vs total Dutch: no difference; largely due to 
response of H3 (less satisfied than other Dutch); almost 44% of the Japanese 
gives the 3-answer, and over 16% of the Dutch. 
Comments. This study was performed in 1972-1973, a period which one may remem-
ber as characterized by serious labor shortage both in Japan and in Holland. 
Under such conditions, the scramble to fill necessary employment quota easily 
leads responsible officials to lower standards considerably, maybe even to an 
extent that "one will only stop short of hiring criminals or obvious lunatics" 
(in the words of a Japanese personnel manager in mid-1972), or to resort to 
hiring scores of foreign workers (whose eagerness to improve their lot will 
lead them to take on the most menial of jobs). In other words, one may wonder 
if selection had really retained much if its original vigour when my study was 
performed. In this light one should evaluate the findings obtained for this 
item a5. It is the oldest Dutch who draw our attention, about half of them 
suspecting irregularities (or at least unfair treatment) in selection; except 
for the 13% drop-outs, 43% show dissatisfaction as contrasted to 44% being 
satisfied, while the remaining 12% answers "I don't care". 
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The latter reply 
in either nation 
respondents. Th 
the oldest Dutch 
steady stream of 
of those who rei 




is given rather frequently in all of the other age-groups, 
. Somehow this item seems to lack proper appeal for many 
e question remains as to why a relatively large proportion of 
express dissatisfaction. Maybe they feel annoyed about the 
newcomers in their place of work, as well as about the quality 
nforce their ranks. Mobility was especially high (during my 
younger members of the workforce, leaving the older ones as 
ile bystanders who would not easily change jobs even if they 
to see also the second-next item a28 which concerns a similar 
FS item no. e28 
Do they (in your company) ever employ people 
who previously worked in another company? 
1 yes, very often 
3 sometimes 
5 no, never 
How do you feel about this? 
1 very content 
3 I don't care 
5 very discontent 
Factf. % I t 
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Satisf. 1 % % 
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Jt : Ht ** Jt : Ht **
Factfinding: \ draws attention in both samples, especially the Dutch; Dutch 
report far greater frequency than Japanese, who nevertheless also report a 
high frequency. 
Satisfaction: "Уі disappears, but there are high proportions "I don't care"-
answers: 62% of the Japanese and 55% of the Dutch; Dutch as a total more 
satisfied than Japanese; H3 more than HI. 
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Comments. This item was formulated mainly in view of the ever more strongly 
felt conflict in Japan between the principle of lifetime employment and commit­
ment on the one hand, and the at-the-time shortage-induced increase in labor 
turnover on the other. Indeed, during early 1972, Japan's shortage of un­
skilled and semi-skilled labor was so acute that a clearly mobile blue-collar 
market existed. Especially for young workers it was considered perfectly normal 
to change jobs a few times, before settling down at the company that would 
probably become the basis of their further working-life. Older workers were 
far less mobile. In other words, while Japanese companies were perfectly wil­
ling to maintain their work force by enforcing lifetime employment practices, 
they also had to accept what had formerly been next to unimaginable: a gradual 
slackening of lifetime commitment on the part of their younger work force. To 
some extent, Japan's condition had started resembling the ongoing situation in 
Holland, where companies were faced with a great variety of legal restrictions 
on dismissing personnel, as contrasted with a widely accepted liberty for em­
ployees to change company. But -as I said before- older workers in Holland were 
less likely to change (even under conditions of severe labor shortage). 
The Dutch naturally have no trouble answering "yes, often", but the Japanese 
also record quite an extensive experience of "hoppers" being hired. Of course, 
all such answers represent perceptions, not necessarily objective realities; 
I suspect that what the Japanese regard as a rather high occurrence, might have 
been considered as less so by the Dutch. Meanwhile, the age difference in the 
factfinding replies are quite conspicuous (but disappear largely in the satis­
faction answers). In the Japanese sample, it appears that "hiring hoppers" is 
recorded as being more frequent the lower the age of the respondents, and in 
Holland the opposite is very much the case. The"I don't саге''-answer is chosen 
by most respondents: 62 per cent of the Japanese and 55 per cent of the Dutch. 
For many Japanese this choice must have been an uneasy one; in spite of on­
going practices, the recent influx of "hoppers" in fact threatened the familiar 
pattern of seniority-based promotion and remuneration at its very base (my 
respondents must have been aware of this, at least to some extent) and in fact 
it caused friction in numerous instances. Still, I think the rather strong 
satisfaction of those who gave another than the 3-answer among the Japanese, 
shows that at least this important minority of 34% was happy about the cracks 
in the previously rigid system where mobility was almost totally impossible: 
some relaxation apparently was welcomed by those concerned. On the Dutch side 
mobility did not pose a comparable problem; but it is remarkable that the old­
est Dutch see a very high occurrence of "hiring hoppers" and accompany this 
with rather outspoken satisfaction. The youngest Dutch, on the contrary, see 
far less (though still quite a lot) of such hirmg-practices, voicing just some 
moderate satisfaction (with 63% saying "I don't care", however). The fact that 
just about half of the oldest Dutch report satisfaction on this item, as 
compared to about one third of the remaining Dutch, makes me wonder if not many 
of the oldest like large numbers of "people with experience" coming in (whose 
ways of thinking have been sufficiently "purified" over the years), as con­
trasted to the "greemes' who still need a long indoctrination before holding 
the "right views"; many younger people would prefer to see their own kind 
joining in. This interpretation is speculative, but seems to fit well with 
the findings mentioned in the preceding and the next item (a5 and a28). 
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FS item no. α28 
Does the group in which you work often have to 
take in newcomers* or temporary staff? How do you feel about this? 
1 yes, very often 1 very content 
3 sometimes 3 I don't care 
5 no, almost never 5 very discontent 
Factf. % t % 
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Satisf. % % % 
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m
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Factfinding: total Japanese more frequently than total Dutch; X indicates rel-
"evance of age-factor in Japanese sample, Jl recording the higher frequency; 
HI sees a lower frequency than H3. 
Satisfaction: total Dutch more than total Japanese, but this fails to reflect 
significant differences between H1-H2-H3, and Jl vs J2 and J3; note X 2 in 
Holland; over 62% of the Japanese choose the "I don't саге''-answer, and more 
than 38% of the Dutch. 
Comments. The Japanese report a higher incidence of newcomers and temporaries 
invading their work place than do the Dutch. This much for perception: let us 
now look at the objective reality. The Dutch sample had a very high proportion 
of older workers (age 36 and higher); in the eyes of particularly the oldest 
among them, the stream of new people may have seemed never-ending (in fact for 
many of them it was too much, as the satisfaction reply of the oldest Dutch 
shows). Nevertheless, inasmuch as this item refers to "real" newcomers (see 
* 
Both in Dutch and in Japanese, the word "newcomers" refers mostly to people 
without much previous employment experience, even though others might be in­
cluded as well. 
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footnote), i.e. people with little or no previous work experience, in Holland 
they probably consituted a rather minor part of all those who joined a partic-
ular blue-collar work group for the first time. In comparison: it is likely 
that of those entering a Japanese work group, a larger proportion had little 
or no previous employment experience. This in spite of the fact that there 
was quite high mobility while I was conducting this study. 
Now looking at the satisfaction side: the older Dutch are none too happy 
(thus more or less confirming what I said at the end of the comments on the 
previous item ß28), but the youngest Dutch appear fairly content (again I 
must be cautious here since over 38 per cent of all Dutch, even 42 per cent 
of the youngest, indicated not caring about this; however, compare the 
equivalent proportions in item ß28). Indeed, the data clearly suggest that 
"real" newcomers are the more welcome the younger the respondent expressing 
his feelings, and the less welcome the older the receiving side. 
Now for the Japanese: does the greater dissatisfaction of the younger group 
reflect their general feeling of discontent (which we saw before), or is it 
more particularly the fact that they do not really like all those newcomers 
getting in? In spite of the 63 per cent younger workers saying "I don't care", 
I feel it is necessary to mention here the so-called "older brother and 
older sister" practices, which might provide at least some explanation for 
the dissatisfied answers that have actually been given. After a few years 
employment, a meritorious young worker may be assigned some newcomers for 
guidance (and not infrequently some kind of spying on them). Being selected 
as "older brother" (or sister) is an honor in its own right, and -more 
importantly- a first step on the arduous path called upward career but 
in its daily duties it is not always as gratifying as one might assume; 
not to mention the feelings of those who were not selected to such a guidance 
duty, but still must cope with the newcomers flooding in, year upon year. 
(The most common Japanese practice is that companies absorb a number of 
school-leavers every year in early April, after their graduation from either 
middle school -at age 15-, or high school -at 18-, or junior college 
-at 20-, or university -at age 22-). 
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FS item no. α22 
When new people are employed, does your 
company usually take sufficiently into 
account the preferences for a certain 
kind of work? 
1 yes, always 
3 sometimes 
5 no, never 
How do you feel about this? 
1 very content 
3 I don't care 
5 very discontent 
Factf. % % % 
1-2 3 4-5 
Jl 58 33 10 X=2.408 σ=0.863 
rt> /o lo 
1-2 3 4-5 
H 1 52 28 20 1
 X=2.663 σ=1.062 
Satisf. % t % 
1-2 3 4-5 
„ 52 25 22 
0 1
 X=2.655 o=0.979 
Satisf. % % % 
1-2 3 4-5 
m
 61 15 25 
n i
 X=2.544 σ=1.172 
J2 78 18 5 X=1.955 o=0.821 H2 
51 29 20 
X=2.737 o=1.093 J2 
63 25 13 
X=2.346 o=0.893 H2 
59 15 27 
X=2.693 o=1.133 
J3 80 19 1 X=1.887 o=0.731 H3 
52 24 25 
X=2.702 o=1.154 
,, 76 15 9 
0 J
 X=2.150 o=0.812 H3 
60 13 26 
X=2.580 σ=1.130 
Jt 66 28 7 X=2.216 o=0.830 Ht 
52 26 22 
X=2.702 o=1.115 Jt 
59 23 18 
X=2.497 o=0.930 Ht 
60 14 27 
X=2.602 o=1.141 
t**Jl:J2 and J1:J3 .*« 
X 50.722 
Nj 625 Nh 
Jt : Ht 
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t**Jl:J2 and J1:J3 
t 





** Jt : Ht η.s. 
Factfinding: total J арап "better" than total Holland;X reveals the age-
factor as relevant in the Japanese sample: Jl less frequent than the other 
2 groups. 
Satisfaction: no difference between averages of 2 total samóles, due to close-
ness of the averages of the 2 biggest groups (Jl and H3);X Z notes importance 
of age in Japan; Jl least satisfied; over 1Ъ% of the Japanese and 14% of the 
Dutch choose the "I don't care" answer. 
Comments. Within the Japanese sample, those who just recently went through the 
proces (Jl) seem somewhat less convinced that their company really tried to 
find a job matching their preferences, but they still indicate a higher fre­
quency than any of the Dutch groups. In contrast to their compatriots, the 
youngest Japanese tend towards only minor satisfaction, about as much as the 
total average of Dutch replies. The practice of first job assignments at blue-
collar level is substantially different in Japan and in Holland. Looking at 
Japan first: intra-company training is highly developed in major Japanese in­
dustrial undertakings, while the total system of education* seems to be geared 
* 
The descriptions in these and the following paragraphs must of necessity re­
main superficial, and even important exceptions cannot be mentioned. 
- U l -
to fostering a relatively "generalist" type of graduate (with a broad scope of 
basic'skills, and an easy personality), rather than a highly specialized in-
dividual, possessing a few advanced skills. The typical pattern in Japan thus 
seems to be for a company to keep training its employees (on the job as well 
as through more formal instruction), in order to secure "multiple usability" 
in its standing work-force (which cannot be easily laid off or dismissed). 
Private preferences of young workers do not count much in this system, but lat-
er on it is likely that individual priorities will be taken into consideration, 
as an employee gets to know more and more people and thus is better able to 
steer his own assignment pattern. "Real" newcomers are less likely to see their 
preferences taken into account. -On the Dutch side things look different. 
Much more than in Japan, Dutch industry relies on an intake of qualified work-
ers who mostly learned their skills at some training or education institution 
not related to one specific company. When entering employment with a company, 
the Dutch worker is more likely to bring his package of advanced skills as 
his main asset, and probably also to foster some very specific expectations 
and preferences. The company, on its part, will usually try to find a proper 
assignment for an individual, but the latter's limited range of qualifications 
as well as the vacancies actually available at any given moment will tend to 
restrict the company's ability to comply with individual preferences. 
Finally, in Dutch industry definitely less emphasis lies on repeated intra-
company training of the standing work force, than is the case in Japan.(Maybe 
this is also reflected in the fact that older workers are relatively over-
represented in my Dutch sample, while in the Japanese sample -of blue collars-
the younger generation is present in tar greater proportion). 
Taking all the above points together, one may more readily understand why 
the replies in the Japanese sample tend to become more favorable with rising 
age; also it may be clearer why factfinding and satisfaction levels are less 
favorable in the answers of the Dutch than those of the Japanese (notably 
the older ones). 
Note. The following 4 items: 622, e5, alO, and 3IO respectively,fai led to 
draw very useful replies, most of them not revealing any difference between 
the nations or age groups, averages clustering around X = 3.00. I must con-
clude that their subject matter is too academic and therefore not appropriate 
for use in a questionnaire for blue-collar workers. I shall give only very 
summary information hereafter, and limit my comments to a minimum* 
Interested researchers are invited to contact me in order to obtain my data 
desired. 
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FS item nos. g22, в5, αΙΟ, and glO 
FS item g22: Does your company usually try to find out the strongest points 
of its new employees? 
FS item 35 : Do you ever worry that misuse might be made of the personal data 
that you submitted when applying for employment in your company? 
FS item glO: Does it ever happen that others are permitted to see the ap­
praisals of your own performance, without your knowledge? 
FS item glO: Are people in your company ever given a rating on how well they 
get along with others? 
Some remarks concerning these items. Item 822 did not produce much evidence, 
and somehow caused unexpected drop-out in particularly the Dutch sample; the 
results that were obtained resembled those of item a22. Item B5 drew only luke­
warm response, not producing any worthwhile differences. To item aio the Dutch 
indicated some higher frequency of appraisal data being forwarded to others 
than did the Japanese, but also this item failed to stir any strong emotion. 
(Not too much is known about the way personal files are handled in Japanese 
industry. In talks on this subject I got the impression an ordinary employee 
rarely if ever is given a chance to have a look at his own file. On the other 
hand, it seems comparatively easy for superiors to get hold of the files of 
subordinates, though there is a definite tendency for personnel departments 
to become more careful about giving insight into files. The fact that the 
personnel department is often considered as a "clearing house", some kind of 
in-between station before one gets his next important assignment, and the 
fact that the mobility of personnel staffers is said to be quite substantial, 
would seem to make watertight protection of individual files difficult in 
many Japanese companies. In Dutch industry intrusions of privacy, in the sense 
of improper use of personnel files, do take place, but there the guarantees 
seem to be relatively stronger. One point in question is that Dutch personnel 
departments tend to be occupied by professionals with a relatively low degree 
of mobility, while defence of workers' privacy features high on the list of 
union priorities in Holland).Finally, item ßlO presents a subject matter 
which apparently is too professional for a blue-collar worker to answer 
properly: no worthwhile differences are found. 
The remaining items in this section relate to "mutations", and this incorpo-
rates appraisals, promotion and dismissal. The order of treatment will be 
α35, β35, a25, and 825. 
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FS item no. α35 
Do your performance appraisals always give 
a correct picture of what you are worth? 
1 yes, always 
3 sometimes 
5 no, never 
How do you feel about this? 
1 very content 
3 I don't care 
5 very discontent 
Factf. % % % 
1-2 3 4-5 
Factf. % % % 
1-2 3 4-5 
Satisf. % % % 
1-2 3 4-5 
Satisf. % % % 
1-2 3 4-5 
Jl 24 47 28 X=3.073 σ=0.838 HI 
42 22 36 
X=3.039 o=1.214 Jl 
22 33 45 
X=3.310 o=0.939 HI 
43 6 51 
X=3.243 σ=1.510 
J2 41 38 21 
X=2.802 o=0.886 H2 
34 30 36 
X=3.113 o=1.155 J2 
29 34 38 
X=3.137 o=0.947 
u, 43 6 51 
¿
 X=3.261 o=1.384 
J3 41 42 17 X=2.713 o=0.810 H3 
45 22 33 
X=2.885 o=1.205 J3 
31 35 35 
X=3.044 o=0.882 
u, 49 8 44 
J
 X=3.043 o=1.367 
31 44 25 
J t
 X=2.948 σ=0.843 Ht 
41 24 35 
X=2.983 o=1.194 Jt 
25 34 41 
X=3.233 σ=0.930 Ht 
45 7 48 
X=3.150 o=1.406 















Jt : Ht η.s. 
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Factfinding: total Japan versus total Holland no difference;X indicates role 
of age-factor in the Japanese sample; Jl reports "less favorably" than the 
other Japanese groups; the Dutch are badly split. 
Satisfaction: total Japan versus total Holland no difference; Jl more dissatis-
fied than J3; the Dutch are badly split; over 1/3 of the Japanese and about 
7% of the Dutch choose "I don't care". 
Comments. About as many Dutch respondents indicate some measure of belief in 
performance appraisal practices (factfinding), as there are who express opposite 
sentiments, and exactly the same can be said about their satisfaction levels. 
Within the Japanese sample a similar division seems to exist, but less clearly 
so; and one third of the Japanese answer "I don't care". Apparently, performance 
appraisals split the ranks particularly among the Dutch respondents. A Japan­
ese expert once told me that, in spite of serious efforts undertaken in major 
companies, appraisals at blue-collar level are rarely conducted in such a way 
as to inspire confidence on the part of anyone involved. If practised at all 
(and usually this is the case), performance and similar appraisals often seem 
to be made rather to keep up appearances than for any practical purpose. The 
actual impact of most appraisals was said to be actually negligible, and the 
application of their outcome (in remuneration or the like) often quite hap­
hazard. It may be added that similar comments can be heard quite frequently 
both in Japan and in Holland. 
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FS item no. ß35 
Do you feel that promotions in your company 




How do you feel about this7 
1 very content 
3 I don't care 
5 very discontent 
Factf. % % % 
1-2 3 4-5 
„ 49 30 21 
1
 X=2.669 σ=0.999 
1 P 48 33 19 
J ¿
 X=2.625 σ=1.069 
,, 56 24 20 
* X=2.522 σ=1.024 
l t 50 30 20 
υ τ





Factf. % % % 
1-2 3 4-5 
„, 49 23 28 
H i
 X=2.699 σ=1.260 
и, 22 34 44 
M ¿
 X=3.233 o=1.141 
u, 29 32 39 
MJ
 X=3.072 σ=1.279 
H t 33 30 37 
ητ
- X=3.015 o=1.250 
t** HI : H2 
t* HI : H3 
X 2 24.181 
Nh 403 
Satisf. i % % 
1-2 3 4-5 
„ 33 27 40 
J i
 X=3.151 o=1.091 
,, 37 25 38 
d ¿
 X=3.040 σ=1.161 
n
 41 17 42 
J J
 X=3.043 σ=1.114 
,. 36 25 39 
J t





Satisf. % % 1 
1-2 3 4-5 
m
 42 13 44 
1
 X=3.152 o=1.467 
u, 23 11 66 
H¿
 X=3.644 o=1.243 
u, 31 17 52 
* X=3.328 σ=1.297 
и +
 33 15 53 
Π ΐ
 X=3.345 o=1.326 
t« 
t* HI : H2 
X 2 
Nh 403 
Jt : Ht ** Jt : Ht ** 
Factfinding: total Japanese "better" than total Dutch; young Du 
ni fi cantiy different from any Japanese subgroup, but from the о 
groups; H2 most notable. 
Satisfaction: total Dutch more dissatisfied than total Japanese 
H2 most dissatisfied, expecially compared with HI, 25% of the J 
of the Dutch take answer 3. 
Comments. Let us commence with the Dutch replies: promotion in 
based less upon seniority than in Japan, though it does play a 
formance on the job is one of the major determinants for promot 
connections with the proper people are often suspected to have 
(see next item a25). The young Dutch obviously still have confi 
will get a proper chance (or perhaps they do not think much abo 
yet). The middle Dutch group, however, expresses strong sceptic 
satisfaction: they are the ones involved in this struggle to ge 
many of them will fail to make it. The oldest Dutch share this 
quite an extent, but for them the struggle is past and chances 
seem to be almost ml. No doubt, the replies of the middle Dutc 
tch not sig-
ther Dutch 
(who are split); 
apáñese vs 15% 
Holland is 
role. Per-
ion, but good 
as much weight 
dence that they 
ut advancement 
ism and dis-
t ahead, but 
scepticism to 
for promotion 
h group (age 
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26-35) mirror their awareness of the cross-roads at which they have arrived: 
it is now or never. But the outlook is none too bright. 
The Japanese responses certainly deserve elaboration. Half of all Japanese 
respondents profess to believing that promotions are always or mostly based 
upon ability, another 30 per cent saying this is "sometimes" the case, and 
only a minority of 20 per cent denying such a relation. (Only the youngest 
Dutch group displays a comparable pattern, the older Dutch rather the opposite). 
However, in their satisfactions the Japanese (over all three age groups) split 
up in about equal proportions expressing satisfaction or dissatisfaction (in 
addition to almost 25 per cent saying "I don't care"). 
In what way can these findings (especially the factfinding ones) be combined 
with the principle of seniority that I have repeatedly said still plays a 
dominant role in Japanese personnel management, especially promotion? In 
other words: is ability equivalent to seniority in the eyes of most respon-
dents? I have already explained that in Japanese industry training is rather 
firmly rooted in intra-company instruction which also implies extensive 
on-the-job training and a number of divergent assignments enabling an employee 
to gather experience*. Consequently, ability (or at least experience) is 
likely to increase with growing seniority; in such a system of intra-company 
training, more chance seems to exist for abilities to be identified and further 
developed. Thus it is not too surprising that seniority and ability are often 
regarded as equivalents, in Japan. Moreover, where group harmony is consider-
ed as something sacred, to be maintained by all means, promotion consider-
ations will tend to be based on an "objective" foundation such as seniority, 
rather than a strictly "subjective" measure as individual ability; thus 
ability and seniority may conveniently be regarded as one and the same, for 
all practical purposes. Finally: since within a system of seniority-related 
promotion everyone is supposed to get his turn anyway, it may for the sake of 
one's own peace of mind be better to profess that ability actually lies at 
the root of it all (those who are selected for special promotion will be able 
to look back in comfort and find their self-evaluation justified). 
Yet, the satisfaction answers reveal that a large proportion (39 per cent) 
is unhappy with the existing situation. Maybe this indicates that many Jap-
anese would prefer promotions to be based on more subjective measures of 
ability rather than on more objective ones. 
* 
More so at the white-collar level, but certainly also at that of blue collars. 
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FS item no. α25 
Do you feel that "proper connections" are 
necessary for promotion in your company?* 
1 no, never 
3 sometimes 
5 yes, always 
How do you feel about this? 
1 very content 
3 I don't care 





























Factf. % % % 
1-2 3 4-5 
„, 26 37 36 
Η 1
 Χ=3.202 σ=1.180 
η, 22 42 35 
ηά
 Χ=3.205 σ=1.087 
„, 13 41 47 
H J
 Χ=3.495 σ=1.067 
μ. 18 41 41 
H t
 Χ=3.342 σ=1.101 




Satisf. % % % 
1-2 3 4-5 
η 12 32 56 
J i
 X=3.560 σ=0.921 
1 ? 15 29 55 d ¿
 X=3.602 σ=0.988 
n
 14 34 51 
J J
 X=3.448 σ=0.986 
,. 13 32 55 
J t





Satisf. % % % 
1-2 3 4-5 
u, 20 8 73 
И і
 X=3.854 σ=1.361 
„, 17 12 71 
ηά
 X=3.857 σ=1.274 
u, 8 14 78 
M J
 X=4.112 σ=1.014 
ut 13 12 76 M t
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Factfinding: total Dutch quite"frequent", 
the Dutch sample, the oldest hold most su 
Satisfaction: the Japanese are quite diss 
more; almost 32% of the Japanese and 12% 
Comments. This item a25 probably must be 
which in part can account for the dissati 
worthwhile investigating why the dissatis 
to be so severe and to attempt an explana 
found. 
Workers in Holland can be very suspicious 
management with a handy tool to select th 
more than total Japanese; within 
spicion. 
atisfied, but the Dutch even far 
of the Dutch answer "I don't care". 
classified as a "leading question", 
sfaction recorded. Still, it may be 
faction of several groups turned out 
tion for some of the differences 
that promotion decisions provide 
ose who ccin more easily be handled 
The DLIIJI reader will recognize "vriendjespolitiek", an expression that is 
hard to translate into another language (even English). We had trouble find­
ing the Japanese equivalent, as most of our trial-translations were mainly 
attuned to life in school. But the end-result seems satisfactory. 
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or even manipulated. How sensitive they can be about this seems to be obvious 
from their very outspoken reactions here, both in the factfinding and in the 
satisfaction answers. Special vertical relations seem to be more accepted in 
Japan than in Holland, resulting in more favorable assignments and maybe even 
inclusion in the core-group of employees who are to be promoted to a higher 
pace than most others. To be chosen in time for such a core-group opens up the 
potential road towards a brighter career. The Japanese also show substantial 
dissatisfaction here, but considerably less than their Dutch counterparts. 
The difference may be related to actual practice: under a seniority-based sys­
tem of promotion everyone is to get at least a reasonable share in due time, 
anyway, while those who in the Dutch situation fail to secure timely promotion 
are likely to find themselves in a dead-end street*, for which "preferential 
treatment" can easily be blamed (rightly or not). 
* 
See my contribution in our "Werken in Japan" (Van Gorcum, Assen, 1975), pp. 
154-156, re "eindloon", and related matters. 
FS item no. 825 
Do you feel there is only a fairly slight 
chance of dismissal in your company? 
1 no, there is much chance 
3 not so much, not so little 
5 yes, only a slight chance 
How do you feel about this? 
1 very content 
3 I don't care 
5 very discontent 
Factf. °L % % 
1-2 3 4-5 
л
 3 15 82 
d i
 X=3.968 σ=0.793 
1 9 9 14 77 
^ X=3.908 o=0.906 
,, 6 21 73 
0 J
 X=3.896 σ=0.878 
]t 5 16 79 
L





Factf. % % % 
1-2 3 4-5 
И1 9 2 9 6 2 
n i
 X=3.755 o=0.937 
u, 26 26 48 
n¿
 X=3.411 o=1.214 
μ ι 14 22 64 
"* X=3.803 o=1.136 
ut 15 25 61 
X=3.720 o=1.102 
t** 
t* H2:H1 and H2:H3 
X2 
Nh 404 
Satisf. X % % 
1-2 3 4-5 
Jl - 4 б 4 7 7 J 1
 X=2.514 o=0.839 
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 X=2.638 o=1.127 
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Jt : Ht ** Jt : Ht ** 
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Factfinding: total Dutch report little chance, total Japanese even less; note 
the H2-score. „ 
Satisfaction: total Japanese rather satisfied, total Dutch even more;\. 
indicates role of age-factor in Japan; H2 least satisfied in Dutch sample; 
39.7% of Japanese choose answer 3, and 15.4% of the Dutch. 
Comments. As I said before, employment security is quite guaranteed in both 
nations. In Japan rather by social habit than by formal regulation; no employer 
can afford to be earmarked as acting along "dry management" lines (i.e., the 
American way, including lay-offs when redundancies occur), for a variety of 
reasons including labor unrest, difficulty to acquire good-quality young 
personnel later on, etc. In Holland, legal stipulations make it wellnigh 
impossible for an employer to fire personnel (except for obvious disciplin-
ary reasons as also in Japan), though an employee has the liberty to quit, 
virtually at volition. Still, dismissals have regularly been carried out dur-
ing each of the economic recessions of recent decades. The very strong satis-
faction of the Dutch must be related to these 2 factors: legal protection, 
and a very bright economic situation with excellent prospects (at the time 
of my survey), but with sharp memories of more uncertain times still fresh 
in mind. 
The middle Dutch group apparently feels slightly more vulnerable than the 
other Dutch; among the reasons I have mentioned for this is that their normal-
ly heavier family responsibilities tend to make them more prone to worry 
about the future. 
The reactions of the Japanese provide a surprise in as far as almost 40 per 
cent answers "I don't care", with on the other hand only 20 per cent per-
ceiving any chance of dismissal at all (see the factfinding). Apart from the 
indifference for the survey as such, one can only see this proportion as 
indicating that employment security is taken for granted by quite a few 
Japanese; or at least was, during the expansionary economic conditions sur-
rounding my study in 1972; one may wonder if a similar reply would be given 
at the moment of this writing, while overt and covert unemployment levels 
have reached proportions of a magnitude unknown for about 2 decades. 
Summary: recruitment and mutations (subsection E) 
1. One aspect of recruitment and selection, as practiced in Japan, has escaped 
attention in this subsection, though it was covered in G.I.item no.4 
("what should be given more attention in selection: character or skills?") 
It will be remembered that the Japanese clearly preferred priority attention 
to be given to a person's character rather than his technical skills, while 
the Dutch as a whole had difficulty in making a choice, many giving the 
opposite answer (skills to be awarded priority). 
Group-orientedness in Japanese industrial society has found expression in 
lifetime employment security (guaranteed by the company) as well as by life-
time employment commitment (on the part of individual employees). If such 
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a lifetime-relation is the rule, management will certainly try to make sure 
that only the best people are accepted as regular employees , at any rate 
as long as labor market conditions condone selection at all. This means that 
momentary skills do not matter too much: it is one's character (read: 
sociability and adaptability) that counts most, based upon which intra-
company training is to produce desired knowledge and skills. 
With the presently prevailing levels of unemployment (disguised or not), 
one may have difficulty in remembering that 1972-1973 was characterized by 
serious shortages of unskilled and semi-skilled labor. Both in Japan and 
in Holland at the time, personnel officers lamented the necessity of em-
ploying people whom they would have rejected if market conditions had been 
different; this feeling was especially strong in Japan. 
2. Lifetime employment security almost of necessity implies a promotion system 
based on impersonal ranking criteria (see Nakane's work). Harmony will be 
rudely disturbed if personal merit is given much greater account than fac-
tors as age and seniority; actually, in Japan one can frequently observe 
that seniority is seen as equivalent to ability, in spite of blatant in-
congruities in the situation; preservation of proper ranking-relations as 
such presupposes such "objective" criteria if peace is to be kept. In 
other words: observation of the seniority principle, as a formal base for 
status and promotion, makes career developments run smoothly in Japan; over-
hastened or overdue promotions will cause disequilibrium because of uncount-
able personal, vertical links criss-crossing the organization (this in spite 
of exceptions, notably in recent years). In Holland, seniority certainly 
does count as a basis for promotion, but there is no denying that merit is 
a predominant criterion. This merit principle tends to put individual against 
individual causing friction and disappointment on its path. (Cf. ß35). 
The end-result seems to be -see also the age composition of my samples- that 
in Japanese industry mainly younger people are to be found in the lowest, 
* 
It is quite usual in Japan for companies to complewnt their "real", regular 
workforce with non-regulars, in many cases through subcontractors, but also 
frequently through direct hiring of individuals (even for a succession of 
years). If less favorable times overcome the company, such non-regulars are 
the first to suffer consequences (see my "Japanese Working Man", and "Werken 
in Japan"); lifetime employment security heavily depends on the dispensability 
of non-regulars as a buffer force. 
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non-hierarchical, levels; in Holland, one is bound to find relatively more 
young people in higher ranks. 
3. While the seniority principle is still the undeniable main base of promotion, 
status and influence in Japan, and formally recognized as such in actual 
practice, it is far less so in Holland (if one is allowed to compare at all). 
A number of findings (in the present subsection a28 and β28) may be inter­
preted as suggesting that in Holland, where seniority plays a rather minor 
role as a base for formal (hierarchical) promotions, it certainly makes for 
a potent status criterion in the informal peer-group configuration. It 
seems as if the lack of management endorsement of seniority-as-such is be­
ing compensated in the informal organization of the work floor. From this 
point of view, it is not really surprising that the younger Dutch do not 
always equally share in the enthusiasm of their elders about things concern­
ing the peer-group. 
4. The data of item 325 seem to suggest that the practice of lifetime employ­
ment security is taken more or less for granted by many of the Japanese re­
spondents in my study, while such security seems to be quite positively ap­
preciated by a large majority of the Dutch. Two factors must be taken into 
consideration here: the majority of my Japanese sampjp is young, of my Dutch 
sample is older; recent experiences in Holland had shown how fragile the 
illusion of employment security could actually turn out to be. The findings 
of item B28 seem to be of interest here as well- many Japanese seem to in­
dicate a preference for a (slight) relaxation of the rigid principle of life­
time employment commitment (as yet still heavily favored as a social stan­
dard in Japan), but most Dutch appear to relish their relative freedom as 
to whether to stay or to quit. 
5. The Japanese system of seniority-based promotion is still quite vigorous, 
though recent developments seem to be turning the tide to the detriment of 
the older employees and much to the benefit of the younger ones . Still, I 
am convinced that rewards for longstanding service and loyalty will somehow 
* 
See my forthcoming "Japanese Working Man" (Paul Norbury Publications, 1977). 
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be maintained; should these no longer be directly financial,they will 
certainly be indirect by means of material and social compensation. 
In comparison, the Dutch system of promotion stands out as impersonal 
and bleak: many blue-collar workers are denied any actual progress in 
remuneration or status, unless they manage to be promoted or to be 
trusted with higher-paid work; this system of "eindloon" (ceiling wages) 





The heading "Training and Work Itself" is not really adequate, but I fail 
to find another short label. The training-part of it seems satisfactory but 
"work itself" stands for a number of items covering various aspects or angles 
from which one's1 daily work can be seen (many of these being training-re-
lated). 
The following items will be dealt with successively: 
334 : Do you have a chance in your job to use what you've learned at school 
or at work? 
αβ14: Do you need much experience to be able to do your work well? 
a34 : Do they usually give opportunities for extra training to someone who 
proves to be worth it? 
68 : Does your work give you a chance to keep learning new things? 
a8 : Do they usually try to give you work in which you can develop your 
capabilities? 
629 : Does the company usually try to give you work in which you can demon­
strate your capabilities? 
αβ19: Do you think it would be difficult to find someone to replace you if 
you were sick? 
a37 : Do you usually work together with the same people? 
89 : Does it often happen that you suddenly get an order to go and do a 
totally different job? 
a9 : Do you have a clear description of your tasks and duties? 
a29 : Are you able to take initiative in your work? 
637 : Are you, as a group, able to decide yourselves what work has to be 
done? 
S41 : Do you ever feel you've got to do lousy work to earn a living? 
a41 : Does your work, in general, give you the feeling you are doing some­
thing worthwhile? 
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FS item no. ß34 
Do you have a chance in your job to use 
what you've learned at school or at work? 
1 no, I never have that chance 
3 sometimes 
5 yes, I always have that chance 
How do you feel about this? 
1 very content 
3 I don't care 
5 very discontent 
Factf. % % % 
1-2 3 4-5 
„ 27 40 33 
Ji
 X=3.046 σ=1.049 
,, 30 42 28 
J¿
 X=2.961 o=1.006 
., 16 50 34 
^ X=3.174 o=0.897 
,. 26 43 32 
JÏ





Factf. % % % 
1-2 3 4-5 
H1 25 19 56 H i
 X=3.474 o=1.293 
„- 30 29 40 
M¿
 X=3.000 o=1.323 
„, 29 19 52 
MJ
 X=3.243 σ=1.370 
H t 29 21 51 M t
 X=3.255 o=1.343 
t« 
t* HI : H2 
X 2 
Nh 404 
Satisf. % % % 
1-2 3 4-5 
,, 41 36 24 
0 1
 X=2.825 o=0.996 
17 40 43 17 J¿
 X=2.717 o=0.830 
n 46 43 12 
JJ
 X=2.658 σ=0.815 
,. 41 39 20 
0 1
 X=2.767 σ=0.921 
t* 
\ 2 18.301 
Nj 615 
Satisf. % % % 
1-2 3 4-5 
μ1 68 7 24 h i
 X=2.309 o=1.357 
u, 55 10 35 
M¿
 X=2.819 o=1.368 
„, 63 15 21 
HJ
 X=2.485 o=1.225 
M. 63 12 25 
Μ τ
 X=2.502 o=1.282 
t» 
t* HI : H2 
X 2 20.135 
Nh 404 
Jt : Ht *ж Jt : Ht ** 
Factfinding: total Dutch report more chance than total Japanese; HI somewhat 
better than H2.
 ? 
Satisfaction: total Dutch more satisfied than total Japanese;\ reveals role 
of age-factor in both samples (Japan not quite reaching 0.01 level); H2 far 
less than HI (and H3); almost 37% of the Japanese choose "I don't care", as 
against over 12% of the Dutch. 
Comments. Except for the middle Dutch age-group (those between the age of 
26 and 35, who regularly show less satisfaction than the other Dutch), the 
Dutch are more satisfied than the Japanese; moreover, little less than 40 
per cent of the Japanese here answer "I don't care". Probably 
these patterns are related to following important difference: Dutch workers 
are supposed to bring into the company their own particular skills as their 
main assets, relatively little emphasis being put on intra-company training; 
Japanese workers, on the other hand, may expect to go through a series of 
on-the-job and more formal training programs, plus a number of divers job 
assignments which over the years will bring them to the spot they fit best. 
Thus, what one has learned before (in school or at work) tends to be regarded 
by Dutch workers as an objective personal qualification, while for many 
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Japanese workers its value rather seems to depend on the 
can fit into the total pattern of the department or even 
Most Dutch thus appear to have a more personal stake tha 
(notably the 40 per cent who answer "I don't care"). But 
another 40 per cent among the Japanese who display real 
Dutch do; for them personal involvement seems as strong. 
Over one third of the middle Dutch group shows dissatisf 
this is a reflection of their general feeling of frustra 
situation; another point may be their anxiety that what 
will be regarded as insufficient when it comes to decisi 
further career. 
extent to which it 
the total company. 
η do many Japanese 
still : there is 
satisfaction as most 
action. I presume 
tion with tneir work 
they learned sofar 
ons about their 
FS item no. a-314 
Do you need much experience to be 
able to do your work well? 
1 yes, quite a lot 
3 not so much 
5 none at all 
How do you feel about this? 
1 very content 
3 I don't care 
5 very discontent 
Factf. % % % 
1-2 3 4-5 
Factf. % % % 
1-2 3 4-5 
Satisf. % % % 
1-2 3 4-5 
Satisf. % % % 
1-2 3 4-5 
,, 44 23 32 
J i
 X=2.724 σ=1.267 
μ 1 69 18 14 
И і
 X=2.304 σ=1.008 
,, 47 44 9 
0 1
 Χ=2.544 σ=0.792 HI 
72 14 14 
Χ=2.287 σ=1.047 
,, 54 31 15 
J¿
 Χ=2.409 σ=1.044 
u9 75 17 8 
Χ=2.179 σ=0.847 
J2 55 40 5 )<=2.412 σ=0.740 μ?
 7 2 1 8 9 
ά
 Χ=2.268 σ=0.935 
,, 47 29 24 
0 J
 Χ=2.552 σ=1.177 Η3 
82 11 7 
5?= 1.895 σ=0.970 J3 
51 45 4 
Χ=2.434 σ=0.702 Η3 
83 8 9 
Χ=2.005 σ=0.897 
,. 47 26 27 
οζ
 Χ=2.625 σ=1.203 Ht 
79 14 8 
Χ=2.068 г=0.947 Jt 
50 43 7 
Χ=2.496 σ=0.764 Ht 





Л : J2 
20.056 
625 
t**H3:Hl and H3:H2 
t* 







Г H3-H1 and H3:H2 
619 
Jt : Ht 
X 
Nh 423 
** Jt : Ht 
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Factf. t % t 
1-2 3 4-5 
η 46 26 28 
0 1
 R=2.656 σ=1.231 
,, 53 27 21 
J¿
 X=2.411 σ=1.164 
n
 42 36 22 
^* X=2.605 σ=1.197 
,. 47 28 25 
d L
 X=2.586 σ=1.208 
t « 
t* Jl : J2 
X 2 
Nj 614 
Factf. % t % 
1-2 3 4-5 
„, 74 15 11 
nL
 X=2.153 σ=0.993 
np 76 15 8 
^ X=2.110 σ=0.915 
u, 78 16 6 
n j
 51=1.975 σ=0.942 








Satisf. % % % 
1-2 3 4-5 
,, 50 43 7 
0 1
 5<=2.491 o=0.791 
,- 53 36 12 
d¿
 5<=2.450 o=0.893 
n 52 40 8 
^ 5(=2.412 o=0.836 
,. 51 41 8 
τ





Satisf. % % % 
1-2 3 4-5 
H 1 80 8 12 n i
 ¡(=2.113 o=1.014 
μ? 7 3 2 1 7 
"
¿
 5(=2.164 o=0.937 
H, 79 13 9 
"
J
 5(=2.050 σ=0.883 
H t 78 13 9 
Η τ





Jt : Ht Jt : Ht 
Factfinding α: Dutch total more than Japanese total ; "X; reveals importance 
of age factor in both nations; Jl less than J2; H3 more than other 2 groups. 
Factfinding 3: totals idem as a; \ 2 disappears in both samples; H3 draws 
closer to the other 2 Dutch groups; Jl less than J2; but basically similar 
info as a. 
Satisfaction a: total Dutch more satisfied than total Japanese; H2 more than 
other groups; 43% of the Japanese choose answer 3, and 12% of the Dutch. 
Satisfaction β: totals idem as a; HI and H2 draw closer to H3; basically 
similar information as a; almost 41% of the Japanese choose answer 3, and 
over 13% of the Dutch. 
Comments. The Dutch as a whole, and most outspokenly so the oldest Dutch, 
claim to need more experience than do the Japanese, while the Dutch also 
display higher satisfaction levels; well over 40 per cent of all Japanese 
indicate they "don't care" about experience being needed. 
Why do many Japanese (43 per cent) again give such a lukewarm response? May­
be following explanation can shed some light: as I have just said, "what one 
has learned at school or at work" seems to be less of a personal acquisition 
for many Japanese than for most Dutch. Moreover, in the Japanese system of 
promotion, seniority is still a major determinant of who will be the next to 
move up the ladder, in other words experience and seniority tend to become 
one and the same. Experience then easily becomes a part of a rather imperson­
al automatism, where seniority is a main element: for many of my Japanese 
respondents apparently not a challenging idea. However, we should not over­
look that about half of all Japanese express quite strong interest and satis­
faction with item cxßl4: for these people experience does mean an asset to 
invest in with personal pride. 
At the Dutch side experience is highly valued, and widely so. "Excelling on 
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the job" on the basis of e.g. accumulated experience is socially recommend-
able in Holland and a good in its own right, while in the Japanese context 
"the protruding nail is likely to be hammered down" (as the saying goes, 
meaning that those who excel 1 are likely to be brought do.vn to more common 
ground). The oldest Dutch are the ones who put most claim on experience and 
who attach most satisfaction and pride to it; where they have repeatedly 
come out as least content in their work inasfar as management was somehow 
involved, here they proudly point out that they themselves are qualified 
enough to do a good job, which apparently means much to them. Their experi­
ence thus is their vehicle for status and respect in the peer group, as 
higher management has failed to bestow more formal status upon them by means 
of promotions. The younger Dutch largely concur with this vision, it appears, 
be it in a less outspoken fashion. 
FS item no. a34 
Do they usually give opportunities for extra 
training to someone who proves to be worth it? How do you feel about this? 
1 yes, always 1 very content 
3 sometimes 3 I don't care 
5 no, virtually never 5 very discontent 
Factf. t % X 
1-2 3 4-5 
37 44 19 
X=2.774 σ=0.908 
42 43 14 
X=2.652 c=0.985 
50 36 15 
51=2.513 σ=0.963 
40 43 17 
)<=2.700 σ=0.934 
t* Jl : J3 
X 2 
Nj 623 
Factf. % % °i 
1-2 3 4-5 
m
 22 37 41 
1
 X=3.442 σ=1.223 
w
 20 18 62 
X=3.784 σ=1.158 
„, 17 19 64 
"
J
 5(=3.892 σ=1.203 
H. 19 23 58 
h t
 5(=3.795 o=1.196 
t HI : H3 
t* HI : H2 
X 2 26.795 
Nh 418 
: Ht** 
Satisf. % % % 
1-2 3 4-5 
43 32 24 
5(=2.782 σ=0.995 
49 34 18 
5(=2.652 c=0.937 
54 26 20 
5<=2.596 o=0.915 







Satisf. % % % 
1-2 3 4-5 
И 1 40 22 37 
5<=3.067 o=1.389 
w
 31 14 54 
5(=3.387 o=1.275 
м, 25 15 61 
J
 5(=3.604 o=1.235 
M. 30 17 53 
x
 )(=3.412 o=1.284 
t HI : H3 
t* 
X 2 22.025 
Nh 417 
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Factfinding: total Japanese report far more opportunity than total Dutch; J3 
more than Jl; \2 in Holland reveals role of age factor; HI more than other 
2 groups. „ 
Satisfaction: total Japanese some satisfaction, total Dutch dissatisfied; X 
indicates relevance of age factor in Holland, HI more satisfied than H3 (HI 
is badly split); 32% of the Japanese answer "I don't care", and 17% of the 
Dutch. 
Comments. As the factfinding answers show, the Dutch regard additional train-
ing as uncommon, whether someone proves to be worth it or not (it may happen 
of course); the Japanese on the other hand, regard it as occasionally happen-
ing; it is not really so uncommon, but not everyone gets the chance either. 
Jith the risk of becoming overrepetitive, I mention once more that Japanese 
workers typically enter employment witn relatively less specialization than 
do their Dutch counterparts. The Dutch system of training and education tends 
to produce graduates with a few relatively advanced skills or specializations, 
which makes m-company training of relatively minor importance. Indeed, 
compared to their Japanese equivalents, Dutch compames spend ratner limited 
resources for training and education of their standing work force (maybe 
with the exception of instruction to the youngest newcomers). On the other 
hand, the Japanese training and education system tends to produce more 
"generalist-onented" graduates who possess a scala of basic skills and a 
willingness to be further trained and to be put to work where needed. 
Consequently, most major Japanese enterprises can boast of a quite advanced 
training institute with often highly-qualified staff. Formal class-type 
instruction is complemented with extensive on-the-job training and regular 
job rotation. Not everyone wi11 be given instruction, during the earlier half 
of one's career one is very likely to get chances, but with advancing age 
gradually more and more people drop out, in the end leaving only a limited 
number who have been able to pass all hurdles. Promotions in most cases can 
only be realized if the person in question has succesfully taken a number of 
courses (often also tests), gathered enough experience through assignments, 
and is recommended by his superiors. In short, systematic and recurring 
training is almost characteristic of major Japanese compames, certainly in 
comparison with Dutch firms. 
I feel that this important difference is embedded in the factfinding answers 
to this item a34. On the satisfaction side we find the Dutch rather dis-
satisfied (especially the oldest group, who also report least training 
opportunities), and the Japanese somewhat satisfied. No doubt, the Dutch 
would like to get more training chances, notably the older ones. (Remember 
that the latter are left-overs who have not "made it"; they seem to put part 
of the blame for their failure on the lack of formal training, and instead 
-as we saw sub the previous item 3-314- they have come to rely on their own 
experience-gathered-over-the-years as a source of status and respect in their 
immediate peer group). 
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FS item no. 38 
Does your work give you a chance to 
keep learning new things? 
1 no, never 
3 sometimes 
5 yes, always 
How do you feel about this? 
1 very content 
3 I don't care 
5 very discontent 
Factf. % % % 
1-2 3 4-5 
Factf. % % % 
1-2 3 4-5 
Satisf. % % % 
1-2 3 4-5 
Satisf. % % % 
1-2 3 4-5 
Jl 11 37 52 X=3.605 σ=0.991 
μ ι 17 15 67 
И і
 X=3.742 α=1.212 Л 
54 23 23 
Х=2.637 σ=1.060 Hl 
75 4 21 
Х=2.052 σ=1.395 
1 ? 12 43 44 
Х=3.500 о=0.978 Н2 
49 32 19 
Я=2.583 о=1.176 J2 
50 29 22 
Х=2.624 о=1.007 Н2 
44 12 43 
Х=3.153 о=1.361 
,, 12 52 36 
^ Х=3.381 σ=0.915 НЗ 
42 22 35 
Х=2.775 о=1.390 J3 
40 42 18 
Х=2.726 о=0.833 НЗ 
47 12 40 
Х=2.967 о=1.363 
Jt 11 41 48 
Х=3.538 о=0.974 
„. 38 22 40 
ητ
 Х=2.970 σ=1.310 
,. 50 28 22 
0 1
 Х=2.650 о=1.005 Ht 




Л : J3 
610 











Jt : Ht 
t**Hl:H2 and H1:H3 
t* 
X 2 70.940 
Nh 408 
Jt : Ht η.s. 
Factfinding: total Japanese far more favorable than total Dutch; Jl better 
than J3; "X^  shows relevance of age factor in Holland, HI far better than 
other groups. 
Satisfaction: no difference between the averages of both total samples;\ 
is significant in Japan; X 2 highly significant in Holland, where HI is highly 
satisfied, but H2 and H3 badly split; 28% of the Japanese and 10% of the 
Dutch answer "I don't care". 
Comments. Within each sample, the youngest group reports more chance to keep 
learning in one's work than do the older groups; the youngest Dutch are most 
conspicuous. Apparently, for the latter the earliest period of employment 
gives a great chance to expand one's skills on the job; actual experience 
stands to complement school training. But once the initial ground is covered, 
nothing much can be learned any more (the older groups seem to say). 
Then, the youngest Dutch express quite strong satisfaction. Contrastingly, 
the older Dutch have trouble reaching agreement. The Japanese, in turn, 
seem mildly satisfied, but the experience of learning continuously on the job 
seems to be so normal and natural to them that they fail to get very excited. 
(For additional comment, see next item a8). 
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FS item no. α8 
Do they usually try to give you work in which 
you can develop your capabilities.' How do you feel about this? 
1 no, never 1 very content 
3 sometimes 3 I don't care 
5 yes, always 5 very discontent 
Factf. % % % 
1-2 3 4-5 
„ 34 43 23 
J 1
 X=2.836 σ=0.947 
,, 31 35 34 
J ¿
 X=3.023 σ=0.992 
,, 15 38 47 
d J
 X=3.412 σ=0.935 
,. 30 40 30 
J t
 X=2.981 σ=0.954 
t**J3:Jl and J3:J2 
t* 
X 2 35.222 
Nj 624 
Factf. 1 % % 
1-2 3 4-5 
M 1 21 47 32 
n i
 X=3.077 σ=0.948 
u, 28 46 26 
^ X=2.956 σ=1.00Β 
μ ? 24 35 42 
^ X=3.214 σ=1.167 
Mt 24 41 35 
H t
 X=3.111 σ=1.071 
t " 
t* H2 : H3 
X 2 
Nh 423 
Satisf. % % % 
1-2 3 4-5 
,, 25 23 51 
J 1
 X=3.378 σ=1.024 
1 9 27 38 36 
J ¿
 X=3.173 o=0.954 
n 38 38 24 
^ X=2.842 σ=0.914 
,. 28 29 43 
J t
 X=3.236 σ=0.989 
t**J3:Jl and J3:J2 
t* Jl : J2 
X 2 39.030 
Nj 623 
Satisf. % % % 
1-2 3 4-5 
M 1 53 16 31 
И 1
 X=2.654 o=1.336 
μ 9 50 12 38 
M ¿
 X=2.814 σ=1.392 
u, 63 11 26 
H J
 X=2.476 σ=1.237 
μ + 58 12 30 
H t
 X=2.610 o=1.302 
t « 
t* H2 : H3 
X 2 
Nh 423 
Jt : Ht* Jt · Ht 
Factfinding: total Dutch somewhat better than total Japanese; X indicates 
role of age in Japanese sample: oldest better than the other 2 groups; H2 
worse than H3.
 2 
Satisfaction: total Dutch more satisfied than total Japanese; X significant 
in Japan: Jl least satisfied by far, and J2 less than J3; H2 less satis­
fied than H3; about 29% of all Japanese choose answer 3, 12.5% of all Dutch. 
Comments. The oldest Japanese indeed say they are not infrequently given 
such work where they can develop their strong points, much more so than their 
younger compatriots. The Dutch report a somewhat higher frequency, differing 
less among themselves; but also here the oldest provide the more favorable 
reply. The satisfaction answers underline all this. 
The reaction of the oldest versus the other Japanese seems to make sense: 
the rule of seniority applies to work-assignments as well, resulting in the 
more challenging jobs being given to older workers (who have been gradually 
prepared to perform the jobs), while the younger ones are frequently given 
only the most simple or even menial jobs. 
Let us now look at the relatively favorable reaction of the Dutch, particu­
larly the oldest ones who came out far less enthusiastic in both previous 
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iterns (notably in α34). 
Maybe we can see it this way: in item 34 tie (older) Dutch expressed their 
wish for more formal instruction which had been lacking sofar but which 
they felt could have given them the necessary upward momentum. Item ß8 
evoked badly divided responses on the part of the older Dutch; for many of 
them this item may have referred to a relatively irrelevant "learning more 
on the job" which they did not evaluate too highly; or a consideration may 
have been the likelihood of some sort of staff specialist meddling in on-
the-job affairs, with the implications of management trying to get at it 
again. Now, this item a8 seems to go back to everyday work-assignments 
as they are given in the work group; we have seen repeatedly that the every-
day functioning of this group (including the boss) contributes heavily to 
the satisfaction of (notably the older) Dutch workers, as long as management 
keeps out. In the peer group, then, the older workers wield considerable 
power, and no doubt they will over the years get in a position to secure 
those jobs for themselves where they can develop their strongest points 
and gather experience (see item αβ14). 
Finally, the rather lukewarm (read: divided) response of the middle Dutch 
group (age 26-35) may again have to do with the special conditions they are 
in regarding promotion possibilities; those who still see a possibility of 
getting higher-up will more easily react positively to this item, than those 
for whom failure looms ahead as an inescapable fact of life. While the 
oldest group has given up the idea of gaining respect and status through 
the formal organization, instead deriving these from their informal position 
in the peer group, many of those in between the ages 26 and 35 have grown 
sceptical of their chances via the formal system but not yet acquired enough 
leverage in the informal one. The youngest, meanwhile, still seem to have a 
vague belief in the formal system, lacking any assets that would enhance 
their prestige in the peer group. 
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FS item no. ß29 
Does the company usually try to give you 
work in which you can demonstrate your 
capabilities? How do you feel about this? 
1 yes, always 1 very content 
3 sometimes 3 I don't care 
5 no, virtually never 5 very discontent 
Factf. 1, "- % 
1-2 3 4-5 
,, 27 37 36 
Ji
 X=3.129 σ=0.984 
19 30 40 30 lJ¿
 X=2.980 σ=0.997 
n
 50 30 21 
^ X=2.565 σ=1.031 
,. 32 37 31 
0 1
 X=2.987 a=0.996 
t**J3:Jl and J3:J2 
t* 
X 2 35.486 
Nj 617 
Factf. % % % 
1-2 3 4-5 
m
 40 33 26 
n i
 X=2.854 c=1.099 
u, 43 33 24 
n¿
 X=2.890 σ=1.200 
Ho 40 32 28 
X=2.861 o=1.188 
и
. 41 32 27 
H t





Satisf. % % % 
1-2 3 4-5 
,, 29 26 45 
0 1
 X=3.241 o=1.096 
19 29 34 38 J¿
 X=3.132 σ=1.018 
,, 43 30 27 
J J
 X=2.817 o=0.938 
1t 32 29 40 dÏ
 X=3.135 o=1.047 
t** J3 : Jl 
t* J3 : J2 
X2 21.581 
Nj 615 
Satisf. % % % 
1-2 3 4-5 
H1 57 19 25 
"
1
 X=2.604 a=1.186 
μ 9 52 16 32 
ηά
 X=2.726 o=1.242 
„, 50 23 27 
h J
 X=2.725 o=1.195 
H t 52 21 27 
ητ





Jt : Ht η.s. Jt : Ht 
Factfinding: total Dutch versus total Japanese: no difference; X reveals 
role for age factor in Japanese sample: J3 far better than other 2 groups; 
J2 badly split (and Jl to some extent). 
Satisfaction: total Dutch somewhat satisfied, total Japanese slightly dis-
satisfied; K? in Japanese sample reveals relevance of age factor :J3 some 
satisfaction, other groups dissatisfied; 29Й of the Japanese and a relativ­
ely high 21% of the Dutch choose answer 3. 
Comments. This item does not seem to add much new information to what was 
found sub the previous item α8. If anything, it can be noted that here rather 
many Dutch respondents say "I don't care" (21% vs 12« at item a8); satis­
faction on the part of the Japanese lies lower, largely due to the feel­
ing of many younger Japanese that the system does not give them a chance to 
demonstrate their capabilities (the older the better); but this item fails to 
provoke a very clear reaction from any Japanese group in either positive or 
negative direction. The Dutch appear to be more satisfied, however. Is this 
because this item is rather closely geared to the individual as such (this 
having relatively less appeal in Japan)? 
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FS item no. α-β19 
Do you think it would be difficult to find 
someone to replace you if you were sick? How do you feel about this? 
1 yes, very difficult 1 very content 
3 not so difficult 3 I don't care 
5 no, very easy 5 very discontent 
Factf. % % % 
1-2 3 4-5 
,, 11 19 71 
0 1
 X=3.812 σ=0.996 
,, 10 14 75 
^ X=3.865 σ=0.948 
,, 9 16 75 
d J
 X=3.871 σ=0.915 
,. 10 17 73 
d L





Factf. % % % 
1-2 3 4-5 
H 1 13 39 48 
П і
 X=3.632 σ=1.084 
μ 9 16 42 42 
M ¿
 X=3.482 σ=1.028 
μ 1 30 38 33 
"
J
 Χ=3.081 σ=1.214 
μ. 22 39 39 
ит:
 Χ=3.323 σ=1.133 






Satisf. % % % 
1-2 3 4-5 





1 9 35 53 13 
^ X=2.722 σ=0.789 
n
 35 52 13 
d J
 X=2.714 σ=0.784 
,. 33 53 14 
JZ





Satisf. % % % 
1-2 3 4-5 
μ 1 44 48 8 
n l
 X=2.524 o=0.852 
M, 42 45 13 
M ¿
 X=2.649 o=0.866 
μ, 47 30 22 
n j
 X=2.715 o=1.059 
uf 45 39 16 
π χ
 X=2.650 σ=0.957 
t** 
t* 
X 2 19.461 
Nh 423 
Jt : Ht** Jt : Ht* 
Factfinding α: total Dutch more "difficult" than total Japanese; X is 
significant in Holland: H3 more "difficult" than other 2 groups. 
Factfinding g: totals idem; χ2 is significant (at only 0.05 level): H3 more 
"difficult" than the other groups; basically similar information as a. 
Satisfaction a: total Dutch slightly more than total Japanese (0.05 level); 
X^ in Dutch sample significant at almost 0.01 level; 53« of the Japanese and 
almost 39% of the Dutch answer here: "I don't care" (expecially high among 
the young). 
Satisfaction β: the latter percentages in β are: 54% and almost 34%, respec-
tively (with again many of the young); total Dutch more satisfied than total 
Japanese; "X^ significant in Dutch sample. 
Comments. I took up this item with the assumption that many would prefer to 
be considered as "hard to be replaced" on the job, deriving a sense of self-
esteem in the process. I hoped to obtain (through this item) some impression 
about the extent to which blue-collar workers in Japan and Holland are able 
to find such a sense of self-esteem in their work. 
All Japanese age groups indicate that it is quite easy for them to be re­
placed on the job, in the event of sickness. This seems in line with the 
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Factf. % % % 
1-2 3 4-5 
,, 10 20 70 
X=3.791 σ=0.939 
,, 11 22 68 
u¿
 Χ=3.743 D=0.928 
η
 8 15 77 
d J
 Χ=3.939 σ=0.897 
,. 10 19 71 
J t






Factf. % I % 
1-2 3 4-5 
И 1 10 35 55 
Χ=3.711 σ=1.093 
Η, 20 34 45 
"
¿
 Χ=3.466 σ=1.160 
μ, 25 41 35 
"^ Χ=3.249 σ=1.151 
H t 20 39 41 
И І
 Χ=3.397 σ=1.139 
t** Hl : НЗ 
Χ 16.155 
Nh 411 
Satisf. % % % 
1-2 3 4-5 
,, 29 54 17 
J i
 X=2.851 a=0.791 
,, 32 55 13 
J ¿
 X=2.757 a=0.769 
,, 34 55 12 
^ X=2.730 σ=0.784 
,. 31 54 15 





Satisf. % % % 
1-2 3 4-5 
H 1 45 39 14 111
 X=2.577 o=1.138 
w
 39 40 22 
X=2.822 σ=1.051 
„, 50 30 21 
"
J
 X=2.635 σ=1.014 
H. 47 34 19 
"
τ
 X=2.654 o=1.050 
t** 
t* 
\ 2 21.601 
Nh 411 
Jt : Ht Jt : Ht 
prevalent practice in Japanese major firms, of rather less specialization 
and more interchangeability ("multiple usability"), i.e. to have an in­
dividual employee perform what work is most needed at that particular moment. 
The youngest Durch (who previously said they could learn a great deal on 
the job) give an answer comparable to that of the Japanese; but with rising 
age there is an unmistakable tendency for the Dutch workers to see them­
selves as not so easily replaceable. Specialization and job-experience seem 
to count more heavily in Dutch than in Japanese eyes (cfr. item аЗІ4). 
On the satisfaction side, we find higher satisfaction for the Dutch, even 
for the younger two groups whose pattern otherwise resembles the three 
Japanese groups: mildly positive or "I don't care". By far the majority of 
all respondents in both nations (even quite a few of the oldest Dutch) seem 
to say: it is quite easy to replace me on the job and I don't care (or, in 
a number of cases: and that's the way it should be:). Mainly among the 
oldest Dutch there are quite a few who seemingly say: I cannot easily be 
replaced, so look at me, I am something special! 
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FS item no. α37 
Do you usually work together with 
the same people? 
1 yes, v i r t u a l l y always 
3 not so often 
5 no, never 
How do you feel about this? 
1 very content 
3 I don't care 
5 very discontent 
Factf. 
J4=l 
J 2 X = 1 






























HI 9 б 1
 X=1.419 




H3 95 n j
 X=1.450 



















Satisf. % г. с, 
1-2 3 4-5 
,, 31 60 9 
J i
 Χ=2.743 σ=0.716 
,, 45 52 4 
J ¿
 Χ=2.541 α=0.710 
η
 52 46 3 
Χ=2.439 α=0.663 
,. 38 55 7 
J t
 Χ=2.644 σ=0.707 
t**Jl:J2 and J1:J3 
t* 




Hl 8 9 M i
 X= 1.590 
















t** Hl : H2 
t* 
Nh 429 
Jt : Ht ** Jt : Ht *« 
Factfinding: total Japanese often, total Dutch even more.
 ? 
Satisfaction: total Japanese rather satisfied, total Dutch far more; X 
significant in Japanese sample: the older, the more satisfied; HI more satis­
fied than H2 (and H3); 55.5% of the Japanese answer "I don't care", as 
compared with about 9% of the Dutch. 
Comments. The factfinding answers of the Dutch imply they work almost always 
with the same people, and the Japanese say "mostly". It is in the satis­
faction replies that a dramatic difference shows up between Japanese and 
Dutch respondents. Among the Japanese it looks as if the higher the age, 
the more satisfaction one derives from working mostly with the same people. 
In the Japanese context where added seniority in practice also means in­
creased social capital, the age difference here does not come as a surprise. 
But the "I don't care" ratio is a very eloquent indication that person-to-
person relations at the horizontal level in fact matter little to the Japan­
ese. At least far less than to their Dutch counterparts who almost seem 
elated with satisfaction (here actually scoring their highest of the total 
survey). Whatever the objective truth about "working with the same people" 
(I indeed think that Japanese workers are shuffled about more frequently than 
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their Dutch counterparts ), the outright satisfaction here once more points 
towards the importance of peer relations for Dutch blue collars (this is in 
line with the findings sub G.I. item 9, and FS item a28). 
Note that for a majority of the Japanese "being part of a group" is both a 
life necessity and the more natural way of existing. As Lebra** points out: 
"individuality for the Japanese is at the opposite pole from social in-
volvement", while 'the autonomy of the (Japanese) self is assured only in 
social isolation and in self-reflection". Contrastingly, the Westerner 
will not perceive such a strict dichotomy, being able to "be himself" at 
least as much within a group of peers as in isolation; many Westerners will 
rather look for social contacts to confirm their unique identity, while for 
a Japanese the finding of selfhood tends to be restricted to situations 
where he can be alone. 
See also next item; in Japanese industry (except maybe where assembly lines 
are the dominant feature) more transfers seem to take place, at a regular 
basis (every 6 months or once a year, or so); in between such transfers 
the same group will usually stay together. Drastic changes are more likely 
to take place earlier during one's career, when training considerations 
still possess a heavy weight; moreover, with the passing of time subordi-
nates tend to be collected around a superior with whom they have special 
personal ties, without close ties necessarily existing between those sub-
ordinates surrounding the same superior. (This sort of grouping admittedly 
takes place more typically at the white-collar level, but is certainly not 
a rarity among blue collars, as well). 
x* 
Quoted from T.S. Lebra: "Japanese Patterns of Behavior" (Umv. Press of 
Hawaii, 1976, p.158 and 168; in between the brackets my own addition). 
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FS item no. 29 
Does it often happen that you suddenly get 
an order to go and do a totally different 
job? 
1 yes, very often 
3 sometimes 
5 no, virtually never 
How do you feel about this? 
1 very content 
3 I don't care 
5 very discontent 
Factf. % % % 
1-2 3 4-5 
„ 25 56 19 
J i
 X=2.871 σ=0.785 
19 30 55 16 J¿
 X=2.780 σ=0.815 
n
 23 55 22 
J J
 X=2.965 o=0.826 
,. 26 55 19 
J t





Factf. 1 % % 
1-2 3 4-5 
m
 24 33 43 
И і
 X=3.299 σ=1.123 
μ 7 28 29 43 nù
 X=3.264 o=1.344 
m 26 25 48 
ni
 X=3.371 o=1.354 
μ. 26 28 46 
Μ ΐ





Satisf. % % % 
1-2 3 4-5 
,, 16 50 33 
J i
 X=3.215 o=0.799 
19 16 63 20 
^ X=3.047 o=0.696 
,, 20 51 30 
J J
 X=3.105 σ=0.765 
,. 17 54 29 
J t
 X=3.153 o=0.767 
t** 





HI 3 1 H 1
 X=3.062 
H? 3 4 M¿
 X=3.097 
HT - 39 MJ
 X=2.833 
















Jt : Ht χ* Jt : Ht ** 
Factfinding: total Japanese "ordered about" more often than total Dutch. 
Satisfaction: total Dutch slightly more "satisfied" than total Japanese; 
the Dutch are very divided except -maybe- the oldest; 54% of the Japanese 
and 33% of the Dutch take answer 3. 
Comments. 1 included this item in the assumption that most people will not 
be too eager to have someone meddling around and order them about to do 
something totally different time and again. 
The Japanese report they face such sudden changes rather frequently, the 
Dutch less so (but it naturally does happen to them too). 
Most Japanese (54 per cent) then proceed saying they don't mind, with al­
most 30 per cent indicating some annoyance (many of these in the youngest 
group). It is difficult to say anything about the Dutch who evenly split 
into three (which means that an unusually high proportion of the Dutch does 
not really care either ). 
The majority of the oldest Dutch seem to indicate that they like the fact 
that they are not ordered about (but no significant differences between the 
age groups actually come up here). 
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Note that my assumption that Japanese workers are shuffled about more fre­
quently than their Dutch counterparts (see item a37) seems to be confirmed 
here. And most of them don't care, which in fact suggests they accept the 
policy of "multiple usability" and interchangeability of personnel as normal 
(Relatively many Dutch in fact give the same reply!) 
FS item no. a9 
Do you have a clear descript ion 
of your tasks and dut ies 7 
1 yes, a t o t a l l y clear description 
3 a rather clear description 
5 no (clear) descript ion at a l l 
How do you feel about this? 
1 very content 
3 I don't care 
5 very discontent 
Factf. % % % 
1-2 3 4-5 
η 46 40 14 
0 1
 5(=2.668 σ=0.997 
19 65 25 11 
^ X=2.353 σ=0.959 
,.. 68 25 7 
J J
 X=2.177 σ=0.933 





t**Jl-J2 and J1:J3 
t* 
\ 2 33.648 
Nj 622 
Factf. % % % 
1-2 3 4-5 
m
 51 36 13 
И і
 2=2.451 σ=1.035 
u, 48 36 16 
h¿
 X=2.549 σ=1.073 
μ, 55 24 21 M J
 X=2.391 σ=1.273 
μ + 52 31 18 
"
Z






Satisf. % % % 
1-2 3 4-5 
,, 29 46 25 
0 1
 X=2 963 <7=0.877 
,. 40 36 24 
J¿
 X=2.820 σ=0.949 
,, 54 37 10 
Já
 X=2.464 σ=0.834 
,. 36 42 22 
d t
 X=2.842 σ=0.885 
t**J3:Jl and J3:J2 
t* 




Hl 7 1 M i
 X=2.294 
H? 6 8 
^ X=2.389 
ня
 7 6 
M J
 X=2.272 
















Jt : Ht n.s. Jt : Ht ** 
Factfinding: total Japanese versus total Dutch: no difference; \ significant 
in Japanese sample, Jl "less" than J2 and J3. 
Satisfaction: total Dutch more satisfied than total Japanese;\ reveals a 
role for the age factor in the Japanese sample: J3 more satisfied than the 
others; 42% of all Japanese choose answer 3, and 10% of the Dutch. 
Comments. Responsibilities tend to be more sharply and individually defined 
in Dutch than in Japanese industry (where group responsibility is sooner 
stressed and subsequent task division often takes place by means of non-
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verbal communication ). But with rising seniority, particu 
one's possibilities and preferences tend to obtain a highe 
those in charge, so that a more predictable pattern of job 
likely to develop. From this point of view it is not surpr 
that the oldest Japanese report having quite a clear descr 
and tasks, more in fact than any other group claims; also 
high satisfaction falls in line (cfr. item a8). The Dutch 
approximately as clear descriptions as their Japanese coll 
while avoiding the "I don't care" answer, they express the 
about knowing explicitly (at least to some extent) what is 
them. Fairly many Japanese say they do not really care whe 
have a clear description of tasks and duties; part of this 
enee about the survey, but I prefer to interpret this choi 
again as an implicit willingness to accept whatever work i 
(cfr. the previous item s9). 
* 
E.G., see Lebra, op.cit., (1976), pp.46-48 e.a. 
larly in Japan, 
r weight with 
assignments is 
ising to learn 
iption of duties 
their relatively 
report having 
eagues do, but, 
ir satisfaction 
being expected of 
ther or not they 
may be indiffér-
ée at least partly 
s assigned to them 
FS item no. α29 
Are you able to take initiative in 
your work? 
1 yes, always 
3 sometimes 
5 no, never 
How do you feel about this? 
1 very content 
3 I don't care 
5 very discontent 
Factf. % % % 
1-2 3 4-5 
,, 43 43 13 
0 1
 X=2.629 σ=0.862 
,« 46 41 14 
d¿
 X=2.583 ^=0.970 
n 56 41 4 
dJ
 X=2.316 σ=0.787 
1t 46 42 12 
^ X=2.562 σ=0.871 
t** J3 : Jl 
t* J3 : J2 



























Satisf. ", % % 
1-2 3 4-5 
лл
 44 36 20 
J i
 X=2.734 o=0.895 
,, 46 32 22 
J ¿
 X=2.712 σ=0.934 
,, 58 34 9 
ÜJ
 X=2.425 c=0.774 
,. 47 35 19 
ο τ
 X=2.673 c=0.881 
t** J3 : Jl 





HI 7 3 h i
 X=2.273 




















Jt : Ht Jt : Ht ж* 
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Factfinding: total Dutcn some more tnan total Japanese (0.05 level); J3 more 
than other 2 groups. 
Satisfaction: total Japanese rather satisfied, total Dutch more so; J3 
better than other Japanese groups; 34.6Ό of the Japanese choose answer 3, 
and 11.6¿ of the Dutch. 
Comments. <Jhat are the possibilities of taking your own initiative in your 
work7 Can you determine wmch things are to be done, now and when they are 
to be done7 To tie Dutch this item apparently has quite a strong appeal*: 
even though their factfinding answers are not so much different from those 
of the Japanese, the satisfaction answers of both total samples diverge con-
siderably. Without disagreement among the age groups, the Dutch prove to be 
quite satisfied; but the Japanese this time differ rather much among them-
selves: whereas the oldest group stays close to the Dutch, the other two 
groups draw more towards the middle of tne scale (about 20Í expressing dis-
satisfaction). All this seems to be in line with what we saw above (e.g. 
sub item a9). '^ hen it comes to tne recognition of the individual, in Japan 
it is mainly tne older employee who gets a chance to prove what he is worth 
by taking initiatives and the like. In Holland almost everyone gets a fair 
chance within his immediate work group (with some tendency, I presume, for 
the older ones to be best off, but that is not obvious here). Meanwhile, it 
is not clear whether the rot-so-old Japanese are very sorry about this state 
of affair : individual interests just seem to count less in Japan and, at 
any rate, the now young will get their turn later. Perhaps all these con-
siderations are embedded in the Japanese answers to this item (notably the 
large proportion of 3-answers). 
FS items no: β37 and B41 
The following two items I will not deal with at full length**. Item 3З7 
somehow did not seem to appeal very much to either sample, and item β41 
must be classified as an example of a "leading question". 
FS item £37: Are you, as a group, able to decide yourselves what work has 
to be done? 
FS item 841: Do you ever feel you've got to do lousy work to earn a living? 
Some remarks concerning these items. Item β37 did not produce much new in-
formati on; the average answers were around the X =3.00 point, while some Dutch 
again preferred not to answer. Probably the item, as it stands, is too 
academic. Item 341 drew largely identical responses from all sides: virtual­
ly all age groups say "on occasion". Though they have such a feeling, and 
are naturally not very happy about it, they are not too excited either. 
* 
Like item β29, this item too seems to be geared to the individual as individ­
ual, and is therefore likely to have more appeal in Holland tnan in Japan; 
the same can be said of several more items, notably some in the next sub­
section. 
ж* 
Interested researchers are invited to contact me in order to obtain any data 
desired. 
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FS item no α41 
Does your work, in general, give you the 
feeling you are doing something worthwhile? How do you feel about this? 
1 no, never 1 very content 
3 sometimes 3 I don't care 
5 yes, very often 5 very discontent 
Factf. % % % 
1-2 3 4-5 
,, 18 47 35 
J i
 X=3.200 σ=0.915 
,, 11 34 55 
d ¿
 X=3.609 α=0.995 
,, 10 34 57 
^ X=3.672 σ=0.954 
,. 15 42 43 
J t
 X=3.375 σ=0.939 
t**Jl:J2 and J1:J3 
t* 
X 2 36.773 
Nj 624 
Factf. % % % 
1-2 3 4-5 
M 1 34 36 30 h l
 X=2.848 σ=1.225 
un 34 35 30 
"
¿
 X=2.940 σ=1.147 
м, 26 32 42 
M J
 X=3.227 σ=1.275 






t* H3:H1 and H3:H2 
X 2 
Nh 428 
Satisf. % % % 
1-2 3 4-5 
„ 44 35 21 
J i
 X=2.717 o=0.935 
,, 60 29 11 
d ¿
 X=2.451 σ=0.888 
n




 X=2.289 o=0.746 
,. 51 33 16 
J I
 X=2.582 o=0.890 
t**Jl:J2 and J1:J3 
t* 
X 2 31.171 
Nj 622 
Satisf. % % t 
1-2 3 4-5 
m
 55 17 28 
И 1
 X=2.743 o=1.338 
M, 55 16 29 
"
¿
 X=2.698 o=1.169 
„, 71 12 18 
ni
 X=2.316 σ=1.216 
и
. 63 14 24 
M t
 X=2.525 o=1.233 
t**H3:Hl and H3:H2 
t* 
X 2 24.820 
Nh 427 
Jt : H t " Jt : Ht 
Factfinding: total Japanese "have this feeling" more often than total Dutch; 
X¿ reveals importance of age factor in Japanese sample: Jl reports lower 
frequency than other Japanese groups; oldest Dutch report higher frequency 
than other Dutch (same level as Jl). 
Satisfaction: total Japanese versus total Dutch: no difference, due to the 
largest subgroups; X 2 significant in Japanese sample: youngest less satisfied 
than other 2 groups; X 2 significant in Dutch sample: oldest more satisfied 
than other 2 groups; 1/3 of all Japanese and 14% of all Dutch answer "I 
don't care". 
Comments. The Japanese apparently quite often get the feeling they are doing 
something worthwhile in their work; the older the more often, it seems. 
This is also the case in the Dutch sample, but they are generally at a lower 
level than the Japanese. At the satisfaction side, both total samples show 
no difference. .-Jithin both samples, the oldest groups express considerable 
satisfaction; both youngest groups are more reserved in their satisfaction; 
the Japanese middle group (age 26-35) stays rather close to the older group, 
whereas the Dutch middle group stays closer to the youngest Dutch. 
Summarising:work in itself seems worthwhile and rewarding only to the oldest 
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Dutch, as contrasted to the Japanese among whom only the youngest fail to 
derive such feelings from their work. That the older workers find more 
satisfaction in their work than the younger ones has meanwhile become a 
familiar theme (e.g. see item αβ14, α8, α29) 
Note. At this point it seems apt to discuss explicitly the issue of company 
interests versus individual interests* It was seen in the above paragraphs 
(cf. the factfinding replies) that the Japanese derived a stronger sense 
of "doing something worthwhile" than did the Dutch. It seems that for the 
Japanese not only their own gratification was taken into account, but par­
ticularly also the "goal" of their department or even the company as a 
whole; in other words, most Japanese measure their own well-being and their 
own "worthwhile-ness" against the norm of the larger unit they belong to 
(this seems especially true for the older ones). 
Contrastingly, an item such as a41 will induce most Dutch people to answer 
purely according to the norm of their own individual well-being. For example: 
if a Japanese and a Dutch worker each perform a job that is rather senseless 
on its own, the Dutchman is likely to report his work does not give him the 
feeling that he is doing something worthwhile; the Japanese, on the other 
hand, may be inclined to look at the "worthwhile-ness" of his own department 
or his total company and give a rather positive reply, irrespective of the 
work he is actually engaged in himself. 
Summary: training and work itself (subsection F) 
The following remarks can be made in connection with subsection F: 
1. It will not have to be stressed again that training in Dutch industry tends 
to be geared to the individual as individual. Whereas in Japanese industry, 
training is more integrated in the planning and it is carried out with 
the idea that the individual is but an element within the total organi­
zation. Specialization tends to be viewed with higher regard in Holland 
than in Japan, notably also specialization acquired before one is employed; 
in Japan, to state it rather bluntly, people with a limited field of 
specialization (and usability) are liable to be suspect: through contin­
uous on-the-job training, various assignments and maybe formal instruction, 
the individual is gradually piloted towards the slot where he fits best 
for the sake of the total. 
2. Lifelong education has recently been described as a viable goal in Western 
textbooks, the emphasis often being on individual plans and careers. 
ж 
See also Lebra, op.cit., (1976),p.34 e.a. 
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It seems that Japanese industry has practised a clear form of lifelong 
education for years.be it on a more "group-oriented" base. (Remarkable 
that such Western books found widespread readership in Japan, while it 
took very long before any explicit recognition was given to the fact that 
Japan was actually ahead in this sense). 
3. The findings ad item a9 (clear description of tasks) and ß9 (sudden 
changes) confirm that for the Japanese "multiple usability" is a normally 
accepted fact of life; the Dutch prefer to know what exactly is expected 
of them, and do not take it for granted that they may have to perform a 
wide variety of duties. 
4. Items such as a29 and a41 seem to have the implication that, while the 
older Japanese obviously enjoy their seniority-related rights and 
privileges, the younger ones willingly accept this as a matter of course: 
their turn will come later and meanwhile their"social capital" will build 
up. (As I indicated before, in Holland it is rather the peer-group related 
seniority rights, basically informal ones, that put the older ones in a 
favorable position). 
5. The Japanese appear relatively indifferent as to whether their work is 
usually performed together with the same people, or not. As to be expected, 
the Dutch attach enormous value to working with the same people, thus once 
more professing their faith in the peer group as a source for fulfilment 
and satisfaction. 
6. The reactions of the Dutch, as compared with the Japanese, to such items 
as αβ14, αβ19, α29, 834, and α41 might support an assertion like this: 
while Dutch workers tend to view themselves (their own satisfaction, their 
feelings of self-esteem, and the like) as a norm for evaluating any 
practice or situation in their work-environment, Japanese workers will 
be inclined to accord more importance to company requirements, interests 





The last items of the previous subsection tended towards what will be dealt 
with here under the heading "general". This subsection tries to look at 
the general work atmosphere rather than any specific issues or aspects. 
The following items will be dealt with successively: 
ßll : Do you usually feel proud about the work you are doing? 
B24 : Do you generally feel a real challenge in your work? 
a24 : Do you, in your work, have a chance to prove what you are worth? 
«11 : Do you feel you usually get reasonable appreciation for your work? 
a38 : Do you feel that -generally speaking- you are being treated fairly in 
your company? 
B38 : Do you usually feel at ease in your work? 
a21 : Do you in general have the feeling that you are really part of your 
company? 
321 : Do you ever have the feeling that your company is a sort of second 
home for you? 
aß43: Generally speaking, are you content with your work? 
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FS ι'tem no. ßll 
Do you usually feel proud about the 
work you are doing? 
1 yes, always 
3 sometimes 
5 no, never 
How do you feel about this? 
1 very content 
3 I don't care 
5 very discontent 
Factf. % t % 
1-2 3 4-5 
„ 28 46 25 
1
 X=2.905 σ=1.024 
„ 44 35 20 
^ X=2.587 σ=1.103 
,, 42 39 19 
^ X=2.588 o=1.153 
lt 35 42 23 
ο τ
 X=2.768 o=1.067 
t** Jl : J2 
t* Jl : J3 
X 2 19.556 
Nj 613 
Factf. % % % 
1-2 3 4-5 
„, 35 38 26 
И 1
 X=2.907 o=1.176 
u, 31 33 36 
H ¿
 X=3.097 o=1.271 
u, 40 30 30 
MJ
 X=2.895 o=1.310 
μ. 38 33 30 
n z




Satisf. % % % 
1-2 3 4-5 
η 44 34 22 
J 1
 X=2.777 o=0.970 
1 ? 50 34 16 
X=2.487 o=0.998 
n
 47 40 13 
J J
 X=2.553 o=0.919 
Лі
. 46 35 19 
τ
 X=2.664 o=0.967 
t** Jl : J2 
t* Jl : J3 
X 2 27.979 
Nj 610 
Satisf. % % % 
1-2 3 4-5 
m 62 21 16 
η ί
 X=2.443 o=1.065 
μ, 55 26 18 
η ί
 X=2.542 σ=1.166 
и, 65 20 15 
J
 X=2.345 o=1.084 
uf 63 22 16 1





Jt : Н Г Jt : Ht ** 
Factfinding: total Japanese more 
nificant at almost 0.01 level: J 
Satisfaction: total Dutch more sa 
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FS item nos. β24, α24, all 
FS item B24: Do you generally feel a real challenge in your work? 
FS item a24.· Do you, in your work, have a chance to prove what you are worth? 
FS item all: Do you feel you usually get reasonable appreciation for your work? 
These 3 items produced findings very similar to the ones reported for the 
previous item ell; they do not seem to add any substantial new information 
to what had been found earlier. In addition to the fact that these 4 items 
may be of too general or abstract a level for the respondents to generate 
a clear-cut response, there is the somehow awkward combination of the satis­
faction question being asked after the factfinding answer was given and this 
of necessity, already contained such an evaluation. It might have been better 
if I had chosen for these questions the same form as for item ae43. 
* 
I shall not include my further data in this report; interested researchers 
are invited to contact me in order to obtain all data desired. 
FS item no. a38 
Do you feel that -generally speaking- you are 
being treated fairly in your company? How do you feel about this? 
1 no, never 1 very content 
3 sometimes 3 I don't care 
5 yes, virtually always 5 very discontent 
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Factfinding: total Dutch more than total Japanese. 
Satisfaction: total Dutch more satisfied than total Japanese; almost 37% 
of the Japanese and 4% of the Dutch take answer 3; J2 is badly split. 
Comments. No age-related differences are observed here, but the Dutch give 
the more "favorable" answers. Quite a few Japanese again choose the "I 
don't care" answer; one may wonder if this is an expression of indifference 
with regard to this survey, or maybe if many Japanese would rather not give 
a judgment that might be interpreted as blatantly damaging for the company 
(this would be in line with the finding sub G.I. item 14: talking about 
malpractices)*. Meanwhile, "being treated fairly" seems an issue which 
does not fail to stir interest among the Dutch. I presume that fair treat­
ment has been interpreted by many of them as mainly referring to everyday 
working-life, with peers and first-level boss. As we saw above, such 
"horizontal" relations possess a strong emotional value for the Dutch, and 
seemingly less so for the Japanese. 
* 
Supportive evidence seems to lie in the fact that the Dutch give more 4-5 
answers here than the Japanese, while they refrain from choosing answer 3. 
FS item no. 638 
Do you usually feel at ease in your work? How do you feel about this? 
1 yes, always 1 very content 
3 sometimes 3 I don't care 
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Factfinding: total Dutch far more at ease than total Japanese; HI more than 
H2 (0.05 level). 
Satisfaction: total Dutch quite satisfied, total Japanese barely if at all; 
Jl and J2 are divided; 33 % of the Japanese and 5 % of the Dutch choose 
answer 3. 
Comments. No doubt the Dutch give a very convincing nod to this item, while 
the Japanese stay behind, not able to reach a consensus. The outspoken, 
positive reaction of the Dutch reminds one of their similar responses to 
item a37 (work with same people) and аЗ (group can solve difficulties on 
its own). The present item, it seems, again bears largely upon "horizontal" 
relations in one's everyday working-life, from which the Dutch derive 
much more satisfaction than their Japanese colleagues*. 
The answer pattern of the latter is rather surprising: all three age groups 
have large proportions choosing the "I don't care" answer; the oldest 
manage to squeeze out a slight majority giving a satisfied reply, both 
other groups split almost perfectly in 3 equal parts for respectively 
answers 1-2, 3, and 4-5. I have no idea why this happens; if it is because 
of the woruing, I fail to see why. Do so many Japanese indeed feel ill 
at ease in their work? 
* 
For a similar statement (re the Japanese): see T.S. Lebra: "Japanese Patterns 
of Behavior", (Univ. Press of Hawaii, 1976), p.76-77. 
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FS item no. α21 
Do you in general have the feeling that you 
are really part of your company? 
1 yes, very often 
3 occasionally 
5 no, never 
How do you feel about this? 
1 very content 
3 I don't care 
5 very discontent 
Factf. % % % 
1-2 3 4-5 
Factf. % t % 
1-2 3 4-5 
Satisf. % % % 
1-2 3 4-5 
Satisf. % % % 
1-2 3 4-5 
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Factfinding: total Japanese more "part" than total Dutch; X is significant 
in Japanese sample: Jl far less than other 2 groups; X^ also significant in 
Dutch sample: H2 far less than other 2 groups. -
Satisfaction: total Japanese more satisfied than total Dutch; X significant 
in Japanese sample: Jl far less satisfied than other 2 groups; 54% of all 
Japanese and 18% of all Dutch answer "I don't care"; moreover, all Dutch 
groups are split in about equal parts ("plus and minus"). 
Comments. The youngest Japanese resemble the Dutch more than either of the 
other Japanese groups. In spite of this, the Japanese as a whole still seem 
to feel more part of their company than do the Dutch whose considerable major­
ity answers "rarely if ever". And as so often, the middle Dutch group (age 
26-35) shows least signs of belongingness; moreover, the Dutch are divided in 
their satisfaction answers. More than half of all Japanese (a majority of 
them youngsters say they do not care about whether or not they are part of 
their company. Is it because this "feeling a part of the company" is so self-
evident; or is this a rejection of the wording or the subject matter as such 
of this item or survey; or does alienation indeed have a firm grip on es­
pecially the youngest Japanese in this study? In the latter case, one might 
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wonder how representative this would be for youngsters in Japanese society 
at large, and what their prospects are. 
The reactions of the Dutch deserve special attention. While several among 
them indicate they feel part of their company and are happy about this, 
there seem to be a number of others who say "I don't feel part of the com­
pany, and feel happy about it". This pattern is more outspoken in the next 
item, however. 
FS item no. 621 
Do you ever have the feeling that your 
company is a sort of second home for you? 
1 yes, I often feel so 
3 sometimes 
5 no, never 
How do you feel about this? 
1 very content 
3 I don't care 
5 very discontent 
Factf. % % % 
1-2 3 4-5 
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J 1
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Factfinding: total Japanese feel far more "second home" than total Dutch (who 
reject the idea); \ 2 is significant in Japanese sample: Jl far less than both 
other groups; also J2 less than J3. „ 
Satisfaction: total Dutch quite satisfied, total Japanese not clear; but X 
significant in Japan: oldest Japanese more satisfied than youngest and middle 
group; almost 49% of the Japanese and almost 30% of the Dutch answer "I don't 
care"; in addition,the youngest Japanese are divided into 2 equal parts 
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(satisfied - dissatisfied). 
Comments. The youngest Japanese show consistency in their answers to this 
item, only 25% of them expressing any satisfaction at "feeling that the 
company is a sort of second home" to them, and over 50% saying "I don't 
care". The other Japanese seem to have a positive feeling relatively more 
frequently, especially the oldest group; their satisfaction keeps in line 
(in spite of many 3-answers). The Dutch meanwhile are unanimous: they rarely 
think of their company that way, and most add to this: "and I feel quite 
happy about it too", while a sizable proportion says: "I don't care". 
Whereas we have time and again found that the Dutch seem to compensate this 
lack of strong identification with their company with positive feelings of 
solidarity and peer-group loyalty, it is the youngest Japanese who emerge 
as the most alienated: most of them do not feel very close ties with their 
company (yet), while peer-group relations have little or no value to them 
either (as we saw repeatedly); this relatively strong dissatisfaction seems 
to reflect their desire to be more accepted as part of the company. 
FS item no. α-β43 
Generally speaking, are you 1 yes, very content 
content with your work? 3 !
 d o n. t care 
5 not content at all 
a43 % % % 
1-2 3 4-5 
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α43: total Dutch far more content than total Japanese; \ indicates role for 
age factor in Japan: Jl far less than J3 and J2, but even these do not reach 
the level of any of the Dutch age groups, oldest Dutch more content than 
youngest; over 20% of the Japanese and 1.4% of the Dutch choose "I don't 
care". 
1343: total Dutch far more content than total Japanese; differences in Holland 
disappear (but basically similar as in а),Ц? significant in Japanese sample: 
Jl less content than J3, and J2; almost 24% of the Japanese and over 4% 
of the Dutch choose answer 3. 
Comments. One may wonder if the percentages of those choosing the 3-answer 
"I don't care" here must not be the hard-core indifférents, those who 
would actually have preferred not to cooperate with this survey, but for 
some reason wanted to keep up appearances. This hard core would consist of 
between 20 and 24% of the Japanese, and some 1.5 to 4% of the Dutch (where 
the non-response was much higher). 
The Dutch clearly appear more satisfied with their work in general, than 
the Japanese. No doubt this relates to the social relations at the work 
floor: these peer relations have consistently evoked strong satisfaction 
among the Dutch. 
Judging from their reaction to this and other items, one can only conclude 
that especially the younger Japanese workers reveal rather strong alienation. 
It is to be hoped that these young people will gradually find at least as 
much fulfilment in their work as their older compatriots have displayed in 
this survey, and this will most likely be the case. Actually, the prospects 
for the young Japanese are more promising than for their Dutch counterparts; 
the latter seem liable to become ever more disenchanted with many aspects 
of their work, with the exception of their relations within the peer group 
which is likely to remain a source of satisfaction on the job. The relation 
between the rank-and-file worker and higher management appears to be the 
weak spot where the Dutch system reveals its most vulnerable cracks. 
Summary: general (subsection G) 
The findings in this last subsection give rise to the following observations: 
1."Being treated fairly" and "feeling at ease, in general" draw the most 
favorable reactions on the Dutch side, and these findings can no doubt be 
interpreted against the background of peer-group functioning in everyday 
working-life. While not really rejecting the notion, the Japanese are far 
less enthusiastic. 
* 
To some extent the middle Dutch group (age 26-35) shows an inclination to 
be less content also here: one will recall that this group repeatedly took 
up the most dissatisfied position among all Dutch age groups. 
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The same holds for the last "general satisfaction" item, where the Dutch 
once more give a much better showing; the youngest Japanese remain in the 
least favorable position. 
2. On the other hand, those items most directly referring to identification 
with the company (a21. feel part company, and 821 company as second home) 
draw very positive replies from the older Japanese in contrast again to 
the younger Japanese, who reveal a considerable degree of alienation, 
the Dutch here seem inclined to reject any such strong identification, 
or at least to remain sceptical. 
3. The youngest Japanese emerge as a group without strong peer-group 
affiliations in the company (as the rest of their compatriots), but with-
out a very impressive identification with the company either (unlike their 
compatriots). Indeed, their alienation stands out conspicuously. However, 
if the signs are not deceptive, one may predict gradual betterment in 
their position on the bpsis of an ever-increasing "social capital". 
From this point of view, it seems that the youngest Dutch (who show an 
optimistic,sometimes even quite idealistic, attitude on many points) 
have a more gloomy future. One gains the impression that with increasing 
age, there is also an increase in the frustrations and distrust of 
management in Dutch industry; it is the peer group that has to compensate 
for the apparent lack of positive vertical relations. 
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PART IV 
DISCUSSION AND CONCLUSIONS 
І Д . Recapitulation of the major findings 
The preceding chaoters have offered a host of tables, comments and inter­
pretations of data, so much that I first wish to present a very concise 
recapitulation of what I consider to be the most important findings* 
a. Part II: Group-orientedness versus individualism 
In spite of obvious shortcomings in the material, the data of Part II 
leave little doubt about one major point: the Japanese quite consistently 
selected the answer alternatives that stood for "group-orientedness" rather 
than the ones representing "individualism", at least in the large majority 
of cases; the Dutch, on the other hand, showed a consistent preference for 
the "individualistic" pole, or at least scored lower in the direction of 
the "group-oriented" pole than their Japanese counterparts (again: in the 
large majority of cases). Even though the items "were all somehow related 
to working-life (many of them centering on a choice between company-
priority versus self-priority)", I considered this outcome as sufficient 
evidence to conclude that Japanese are far more "group-oriented" than Dutch 
who tend more towards the "individualist" side. However, the data show 
clearly this does not mean that therefore the Dutch are diehard egotists 
as far as their co-workers are concerned; on the contrary, they may even 
care more about peer-to-peer relations than their Japanese colleagues do. 
This implies that the Japanese regard themselves primarily as a small 
particle within a larger unit, and their colleagues as similarly subordinate 
particles in the same unit; those colleagues are present of necessity, but 
not primarily regarded as a source of satisfactory interpersonal relations. 
The Dutch seem to view themselves much more as independent units within 
their company, and to see their colleagues in a similar light; consequently, 
there is a greater likelihood of positively chosen interpersonal relations. 
ж 
Admittedly, I take some liberty in my choice of what is relevant and of what 
I pretend to have been "demonstrated". Not all these "findings" have been 
fully substantiated in this particular study, but they certainly have become 
part and parcel of the way I have come to view the prevalent situation in 
Japan and Holland (mainly as a result of my work on this project). 
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b. Part III, subsection A: physical working-conditions (factfinding-
satisfaction) 
In this subsection we were clearly confronted with the discrepancy that may 
exist between subjective reality and individual oerception (as apparent 
in the answers chosen in my study). Also the special position of the middle 
Dutch age-group (age 26-35) came to the fore (for which competition for 
promotion; disappointment about lost expectations, and heavy family re­
sponsibilities were suggested as possible exolanation). We saw further that 
within the Japanese sample satisfaction tends to become higher with rising 
age (social-capital formation), while in the Dutch sample the opposite may 
be the case. Horizontal (= peer-to-peer) relations appeared to be a source 
of satisfaction for the Dutch rather than for the Japanese, who seem to 
prefer vertical ties over horizontal ones. Finally: the observance of 
safety regulations in Holland seems to be predominantly a responsibility 
of the individual, whereas in Japan the accent appears to lie on the group. 
с Part H I , subsection B: communications and complaints (factfinding-
satisfaction. 
Vertical communications appear to be more satisfying and effective in Japan 
than in Holland; Japan seems to be considerably ahead in the "small groups" 
movement and similar participation patterns (with relatively little stress 
on the individual participant as such). There seems to be reason to assume 
that whereas most Japanese workers view themselves and higher management 
as belonging to one and the same unit (a large "we-group"), most Dutch 
workers apparently want to fence themselves off from management ("us" 
against "them"); the identification of many Japanese thus tends to be with 
their company (including higher management), but many Dutch put their stakes 
on the peer group as totally distinct from the company or management as 
such. The youngest Japanese, however, do not yet fit into this description 
as their social capital is still insufficient, whereas the youngest Dutch 
display less distrust in management than their elders do. But taking 
ж 
Where an extensive overlap exists between the major findings of two or more 
subsections on "factfinding-satisfaction", I take the liberty to mention 
such findings in only one (or at least not all) of the recapitulations 
concerned. 
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the response of the total Dutch sample into consideration, it seeras justified 
to conclude that a clear class-consciousness still exists among broad layers 
of the Dutch blue-collar population; and the age-related answer patterns 
seem to suggest that this consciousness of "us" against "them" grows strong-
er with advancing years of experience in industry. 
d. Part III, subsection C: unions (factfinding-satisfaction) 
The Dutch seem to see their unions as part of an extended peer-group, as an 
exponent of the "us" against "them" controversy (again: class-consciousness); 
the Japanese remain ambiguous about their unions, maybe because the latter 
tend to disturb intra-company harmony by their very nature (in the opinion 
of older ones), or -contrastingly- because they are supposed to collude 
with management (according to the youngest). Most Dutch thus seem to favor 
the conflict model, at least implicitly, and most Japanese the harmony 
model (except quite a few of the youngest workers). In addition, whereas 
the Dutch remain undecided about more direct forms of participation, these 
seem to have a strong appeal to many Japanese (for whom vertical ties are 
a source of explicit satisfaction). 
One is reminded at this point that Japanese unions tend to be exclusively 
enterprise-based, admitting as their members only regular employees of one 
company, usually up to the level of department chief. This in contrast with 
Holland where most unions are organized on a national and/or industrial 
level. Japanese company unions may have affiliations with organizations at 
the industrial or national level as well, but they do retain far more in-
dependence. This again reflects a rather outspoken class-consciousness 
among the Dutch; in contrast, many Japanese seem to lack a strong sense of 
solidarity with those who live and work under similar conditions as they 
themselves, but in another company: such "outsiders" will be seen rather 
as rivals than as co-fighters against a management-class. This is also a 
reason why truly national unions as existent in most other industrial 
Western nations have scarcely arisen in Japan. 
e. Part III, subsection D: remuneration and fringe benefits (factfinding-
satisfaction) 
We found a slight tendency for the Dutch sample to be more content with 
remuneration and related provisions than the Japanese one. Mention was made 
-216-
of the existence of "minimum wage" and "youth wage" in Holland, having been 
determined at a national level; in Japan no such determination takes place, 
and here the wages for younger age brackets tend to be far lower than in 
Holland. Social security provisions were put into focus: whereas in Japan 
the central government has typically refrained from directive action until 
quite recently, thus leaving most initiative up to private industry, in 
Holland a reversed development has taken place, with the national government 
taking direct action in creating a solid system of social security provi-
sions. Consequently, the Dutch individual seems to possess a greater liberty 
vis-à-vis his company than the Japanese individual who must still depend 
on his employer for essential protection in a variety of ways. A similar 
statement can be made about the broad scale of fringe benefits being offered 
by major Japanese companies. Such provisions not being sufficiently created 
by the national, regional or local governments, industry has played a com-
pensating role (and still does so, be it increasingly against its own liking). 
In Japan a clear relation was found between age and level of satisfaction 
about remuneration; this has to do with the still existing predominance of 
seniority as the basis of wage determination. 
f. Part III, subsection E: recruitment and mutations (factfinding-satisfaction) 
Not only on remuneration does seniority have a major impact in Japanese 
industry, but on promotion. Lifetime employment being virtually guaranteed 
in major Japanese companies (counterbalanced by lifetime employment commit-
ment on the part of employees), the essential group harmony can only be 
maintained if "objective" norms such as sex, previous schooling, age and 
seniority constitute the basis of promotion, rather than "subjective" norms 
as"merit"which tend to pitch one individual against the other. Seniority 
thus became an officially enforced basis for ranking in Japanese industry, 
and several of our findings seem to indicate that many in the Japanese 
sample agree with the practice. Not so in Holland: here"merit"is far more 
important for promotion, while seniority tends to become a base for un-
official status in the peer-ranks. It is thought that the Dutch system of 
"ceiling wages" (eindloon) stands out bleakly in comparison with the 
senionty-based Japanese oractice (though considerations of efficiency 
bring about cracks here as well). 
Because of the obligation to guarantee lifetime employment to those who have 
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been accepted as "members of the company family", Japanese practices of re-
cruitment and selection tend to concentrate on character more than on 
specific skills, whereas the Dutch situation is rather the opoosite. 
g. Part III, subsection F: training and work itself (factfinding-satisfaction) 
Transfers and job rotation seem to occur more frequently in major Japanese 
firms than in comparable Dutch ones. Specialization tends to be regarded 
with suspicion in Japan, with systems of education and training (both within 
and outside industry) aiming rather clearly at the creation of a flexible 
workforce that can be put into action wherever needed ("multiple usability"). 
This is in contrast to the situation in Holland where -in spite of recent 
changes- the accent still lies on comoarably advanced specialization and 
extra-company (mostly pre-employment) schooling. Whereas lifelong education 
is being discussed as a viable practice to be realized in the near future in 
Western industry, it has been part and parcel of Japanese management for 
years. However, in the Japanese system the individual is likely to receive 
training for the sake of company rather than individual needs, while in 
Holland the individual himself tends to occupy a more central position 
(however limited in fact). Some findings indeed seem to indicate that most 
Dutch respondents regard themselves as the sole norm against which to 
measure management practices, while many Japanese tend to put a heavier 
weight on the company's interest as norm. Finally: the Dutch once more dis-
play their outspoken appréciation of peer-to-peer relations where they 
express strong satisfaction about "working with the same people"; at the 
same time this underlines their reluctance to be frequently transferred to 
other jobs, something which the Japanese regard as a matter of course. 
While the Japanese do not reject peer-to-peer relations, again they react 
far less positively than do the Dutch. 
h. Part III, subsection G: general (factfinding-satisfaction) 
The findings in this subsection did not bring in any really new information, 
but did serve to underline a number of conclusions already drawn. It came 
out quite clearly here that (with exception of quite a few younger ones) 
the Japanese tend to regard identification with the company favorably and 
indeed do identify themselves; for the Dutch the opposite seems to hold. 
However, the Dutch derive ample satisfaction from the relationships within 
-218-
their peer group: solidarity with the latter seems to compensate for a lack 
of identification with company and management. The youngest Japanese are 
conspicuous in their relatively low degree of identification with the 
company and a simultaneous absence of strong peer-to-peer relations. The 
younger Dutch tend towards the opposite, even though their position does 
not stand out as clearly. If the reactions of the older respondents in both 
nations are indicative, it is certainly the younger Japanese who have the 
brighter future prospects. 
Note. In the preceding summaries most attention was paid to differences between 
the nations, whereas the age variable received relatively less coverage. (It 
will be recalled that "nation" was by far the more important of the two, both 
in the analyses of variance and in the principal-components analysis). The 
findings most relevant to "age" may be briefly recapitulated: in Japan we saw 
increasing age being accompanied with increased "social capital", satisfaction 
and identification with the company, - the younger ones contrasting with their 
older compatriots; in Holland we found a different picture: with increasing 
age, dissatisfaction tented to become more conspicuous, workers fencing them-
selves off from management and instead putting their stakes on the peer group -
the younger ones being far less rigorous, as yet, in their attitude towards 
management and company. 
IV,2. G.I. and its link with personnel-management-related-satisfaction 
The above paragraphs give a summary of the major findings for each of the 
subsections in parts II and III of the present book. However, I have not yet 
offered a systematic overview of how G.I. and satisfaction may be related, 
though my "original purpose and intentions" were aimed to shed some light 
precisely on this. We must therefore now discuss the connection between 
"group-orientedness versus individualism" on the one hand, and the satis-
faction patterns that emanate trom personnel management practices on the other. 
So far we have found that the Japanese tend to be much more group-oriented 
than the Dutch, who are drawn much more to the individualist side (part II); 
in addition we obtained a wealth of satisfaction data (part III), but I 
failed to establish any clear-cut statistical link between these two sets 
of data (1,5). 
As I wrote sub I,5,e: "In reality, we have a number of more and less group-
oriented people reacting to a widely varying array of personnel management 
practices from their own point-of-view, as compared to a number of more 
and less individualism-oriented people reacting to a totally different, 
but also widely varying, array of personnel management practices from their 
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own point-of-view". 
Naturally, if I finally venture to try and clarify the link between G.I. and 
personnel-management-related satisfaction at least to some extent, it will of 
necessity be in rather abstract terms, as the myriad of variations, exceptions 
and special circumstances which colour reality defy any effort at description 
in a volume like the present one. But this still leaves ample space for useful 
description in more general terms. 
I shall therefore present comparative profiles of personnel management 
practices and slightly broader "social climate" aspects (such as leadership) 
in Japan and in Holland. In these profiles I hope to clarify how person-
nel management in both countries is carried out in often substantially 
different ways. Such differences in turn are closely related to what I 
identified as a central point of distinction between Japanese and Dutch 
group-onentedness versus individualism. It is my assumption that in the 
group-oriented society (Japan), wnere the individual tends to view himself 
as just a dependent particle wit.nn a unit of mgher importance and m s co-
workers as similarly dependent particles rather tnan as social partners, 
management will tend to create a system in wmch the individual indeed is 
kept largely dependent, with an emphasis on vertical structures uut at tne 
same time a gentle, warm atnospnere for tiose who comply ¿viti this system's 
requirements. Contrastingly, in the individualism-oriented society (Holland), 
the individual tends to view himself as an independent, selfsufficient 
unit (ho.vever tiny) and iiis co-workers as similarly independent units with 
.jhom close interpersonal relations can be built up, /hile tie company may 
rather be seen as an entirety of restrictions upon one's independence and 
development', management may feel compelled to try and create a system in 
which the individual is given -as far as possible (but often with little 
succes)- the ciance to act as the independent unit ne feels himself to be; 
all of whicn will tend to result in a more impersonal system in which 
ideally the state should take over on certain points where individual lioerty 
and company interest would come into conflict, management will have trouble 
creating or maintaining "a gentle, warm atmospnere" in combination with the 
vertical, nerarchical structures it must set up to keep t.ie organization 
functioning (I am a.vare of tne gross oversimplifications involved in this 
dichotomy, but I feel that a better understanding of the central issues may 
be realized this way). 
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The reader is invited to study the following comparative profiles with 
the above dichotomy in mind. Most of the characteristics given have been 
put forward in earlier descriptions (in part II and III), even tnough some 
elements are dealt witn here for the first time . I feel compelled to uti-
lize short captions in order not to disturb the comparability of both total 
profiles too much, but I trust tie reader will oe able to take certain 
simplifications or minor inaccuracies as they come, since they are mainly 
inserted to avoid a more complicated way of presentation. 
What sort of satisfaction patterns will emerge from specific personnel 
management practices will naturally depend on a broad scale of factors 
Jut for a "modal" Japanese worker who is employed in a "modal" Japanese 
company it may be predicted that with increasing "social capital" (= 
seniority) his satisfaction is likely to reach higher levels, especially 
in such areas where vertical ties are of major importance. On the other 
hand, a "modal" Dutch worker who is employed m a "modal" Dutch company is 
more likely to derive satisfaction in such areas v/here company involvement 
upon his private identity can be kept to a minimum (i.e. peer-to-peer re-
lations and where state involvement is relatively strong through legislation 
and the like). Age factors may tend to obscure this picture, but .vith rising 
age it seems to be progressively confirmed. This again leads to the con-
clusion that in the long run the prospects for a satisfactory working-life 
are better for the Japanese worker than for m s Dutch colleague. With the 
explicit exception of Japanese workers who strive to preserve and maintain 
their own identity at any price: for them tne Japanese system seems to 
leave little leeway. 
« 
For more substantive descriptions I refer to many of the othor works in-
cluded in the list of references, including my own "Japanese forking Man" 
(Paul Norbury Publications, 1977), and "cJerken in Japan" (Assen, Van 
Gorcum, 1975). 
IV.3. COMPARATIVE PROFILES : JAPAN AND HOLLAND 
Description J A P A N 
Contract: after a probation period, the company is to 
employment guarantee employment security, in principle 
security until the retirement age is reached; social 
habit rather than legal provisions underlie 
this security 
Contract: social habit supports loyalty to the company 
employment (except for the very young) - little external 
commitment mobility to other companies 
Recruitment since employment is to be for a lifetime and 
and harmony an essential condition for good 
Selection functioning, character is given far more 
attention than skills 
Work and descriptions of tasks and duties are usually 
Duty given to work groups rather than individuals 
Assignments - the group divides work spontaneously, 
as it comes: a rather intuitive, unreasoned 
process (primarily group responsibility) 
Transfers a relatively high degree of internal mobility: 
and regular transfers and frequent assignments 
Mutations to different duties (which is accepted as 
totally normal by all concerned) - adherence 
to the principle of'multiple usability" of 
personnel 
H O L L A N D 
after a probation period, a host of legal 
provisions makes it hard for an employer 
to terminate employment (unless for 
strict disciplinary reasons, as in 
Japan) 
relatively high external mobility to 
other companies - relative freedom 
to quit one's present company 
even though character certainly is not 
regarded as of little weight, skills 
are given relatively more attention 
descriptions of tasks and duties are 
usually given to individual workers, 
who in turn prefer to know exactly what 
is expected of them and what not (pri-
marily individual responsibility) 
a relatively low degree of internal mo-
bility: one's area and sort of work tends 
to be determined by one's skill levels 
- relative accent on specialization -
inclination to avoid frequent transfers 
by management - principle of "multiple 
usability" not usually applied 




Training accent on intra-company training primarily 
and geared to company needs and secondarily to 
Education individual needs. In addition to on-tne-job 
training and class-room instruction also 
frequent transfers and job rotation - sort of 
"lifelong education" for large segments of 
the workforce - the company usually holds the 
initiative if training is to be followed 
largely based on "objective factors like sex, 
schooling, age and especially seniority -
"merit" is seen as a potential threat to group 
harmony, even though a few may be promoted 
at higher pace for efficiency reasons -
seniority guarantees steady promotion and 
progress (note: recent changes make this less 
visible, but the principle is still being 
applied widely ) 
Remuneration largely based on the same "objective" factors 
as promotion (especially seniority) -
relatively little state involvement in de-
termination of pay levels - relatively minor 
impact of sort of work or quality of 
performance 
accent on extra-company 
primarily to individual 
and only incidentally to 
- little use is made of 
rotation for training pu 
any form of "lifelong ed 
- individual usually hoi 
if training is to be fol 
largely based on individ 
i.e. a more "subjective" 
individual against indiv 
seniority does not guara 
promotion and progress 
does in fact play a role 





rposes - barely 
ucation" as yet 









largely based on "subjective" factors 
as kind of work, quality of performance, 
merit - relatively much state involve-
ment in determination of pay levels 
(minimum- and youth wages) - relatively 
minor impact of seniority (ceiling-
wage ¡"eindloon") 
Social provided by the company rather than by 
security the state - makes individual relatively 
dependent on his company - provided on 
an exclusive basis, i.e. "only for members 
of the company family" 
provided by the state, or by the employer 
because of heavy state regulations -
makes the individual relatively indepen-
dent of his company - not exclusively 
provided but in principle available for 
everyone 







a very wide gamut of fringe benefits are 
provided by the company from discounts on 
some articles, to extensive recreation 
facilities and splendid medical services, 
on an exclusive basis for members of the 
"company family" - similar remarks can be 
made here as sub the previous point 
accent on the group as agent to enforce 
observance of safety regulations (social 
rather than hierarchical control) 
reluctance to apply a "rules are rules" 
principle, preference to reach an informal 
settlement and prevent misbehavior through 
social control in the group - official 
channels sparsely used after probation period 
- little inclination to use unions as a buffer 
between management and individual: personal 
ties should prevent such a necessity 
"wet", i.e. highly personalized holistic, not 
only work-oriented, but caring for the total 
person, including private matters, family 
life, etc. - most essential task is to foster 
harmonious climate to smooth work in the group 
- intensive vertical ties tend to be 
positively loaded 
mainly of vertical type, downward and upward 
- the preference for vertical ties facilitates 
such communication, while little emphasis is 
given to horizontal ties and communication 
(between peers) - if complaints exist, every-
thing will be done to preserve at least 
surface-harmony: a reluctance to use official 
channels - the immediate boss is seen as 
public provisions for recreation, 
medical care etc. are far better develop-
ed than in Japan - fringe benefits 
provided by the company at small scale 
when compared with Japan 
accent on the individual himself to 
observe safety regulations (hierarchical 
instead of social control) 
the immediate boss (if "one of us") 
will be reluctant to apply "rules are 
rules" - higher management will be more 
easily inclined to use official channels 
and apply the rules strictly - unions 
may serve as a buffer between management 
and individual. Little enthusiasm will 
exist for an "among us" settlement 
between individual and management 
"dry", i.e. relatively work-oriented, 
focussing on the subordinate as producer 
of work results rather than as a total 
human beinq- most essential task is to 
assign work and check its progress 
- vertical ties, if existent, tend to 
be negatively loaded. 
vertical communications (in either 
direction) cause problems - workers tend 
to fence themselves off from management 
- strong preference for horizontal ties 
with peers and suspicion of vertical ties 
- if complaints exist, fears of reprisal 
may inspire reluctance to use official 
channels, unless unions can be engaged 




Part ic ipat ion 
Unions 
representation of higher management, 
i.e. : in a vertical relation (=positively) 
relatively little emphasis on the individual 
as such: neither explicit recognition of 
merit nor blame for failure - decisions 
emerge from often amorphous group consulta­
tions in which close vertical ties play a 
role - implementation of decision tends to 
enhance satisfaction as all concerned have 
been involved in the process of decision 
making - the emphasis is clearly on the 
group and less on the individual - prepara­
tion for decisions tend to be time-consuming 
since so many involved, but implementation 
tends to be quick, (note: all this more 
clearly in white-collar and managerial ranks 
but basically also to be observed in blue-
collar ranks) 
mostly enterprise-based: 
employees of one enterpri 
as members - little, if a 
conditions of others than 
company interests tend to 
negotiations, since broad 
existent - union official 
2 reasons: if too vehemen 
essential harmony and comp 
weak, suspicion may rise 
their own promotion chanc 
emergence of a "second un 
influence - the union fai 
confidence among rank-and 
workers seem to favor the 
industrial relations 
only regular 
se to be admitted 
ny, interest in the 
the own members -
be predominant in 
er perspective non-
s are vulnerable for 
t they disturb the 
any interest, if too 
they want to protect 
es - possibility of 
ion" under management 
Is to inspire much 
-file - most Japanese 
"harmony" model of 
to do so - the immediate 
seen as "one of us" and 
management 
decision making is done 
instructions come down -
fication with a decision 
volvement in previous de 
participation in a di ree 
be successful if the ind 
proper recognition as su 
cipation through unions 
to have a more positive 
preparations for decisio 
rather little time since 
involved, but implementa 
long time because of lac 
fication" 
boss is often 
distinct from 
in higher layers, 
little identi-
, since no in-
liberations -





ns usually take 
only a few 
tion may take a 
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unions mostly organiz 
and/or industrial bas 
represent the interes 
class (if member or η 
concern about interes 
company - union offic 
individually vu'nerab 
- the union tends to 
extended peer-group о 
receives confidence a 
"us" against "them" -
seem to favor the "со 
industrial relations 
ed on a national 
is, claiming to 
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nflict" model of 
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J A P A N H O L L A N D 
relatively subordinate to company goal and 
company interests - inclination to observe 
a rigid ranking system even where this is 
not formally required - relatively minor 
emphasis on person-to-person relations 
(horizontal) and a rather strong preference 
for vertical ties 
rather blurred, not very distinct - a tendency 
to see oneself as a small element within the 
total organization rather than as an inde­
pendent and self-sufficient entity -
evaluation of existing practices and 
experiences tends to occur against the 
background of company interests rather than 
one's own private considerations 
the company is -basically- seen as an 
extended "us-group", and management is as 
much part of it as common workers: a "company 
family" - those who are not members of this 
family are either to be neglected, or to be 
fought against in fierce competition -
rather little "horizontal" solidarity with 
members of the same "working class" outside 
the company (group egoism with vertical 
accents) - voung workers are suspect because 
they don't really identify yet with company 
interests (social capital) 
the youngest are subjected to severe pressure 
to comply with all the above - initially 
quite some resistance seems to exist, but 
later conformity holds the promise of sub­
stantial rewards. 
considered as a goal in its own right, 
often even as distinct from or incom­
patible with company interests - the 
peer group serves to provide status 
where the formal organization fails to 
do so - strong emphasis on person-to-
person relations and a rather strong 
suspicion of vertical ties 
quite distinct, certainly as far as 
the company and its interest is con­
cerned - a tendency to blur the differ­
ence between the peer group and ego 
- evaluation of existing practices and 
experiences tends to occur against the 
background of one's own private con­
siderations rather than company
 l 
interests г^  
ГО 
the company is -basically- seen as a ' 
line of confrontation between "us" (= 
common workers) and "them" (= manage­
ment and cromes) - there is a strong 
feeling of solidarity with those of com­
parable level outside one's own company, 
and little urge to compete with them for 
better conditions - voung workers are 
viewed with reservation inasfar as they 
do not yet share a basic distrust in 
management, even though a conviction 
holds that "time will teach" 
the youngest seem more willing to hold 
a mild attitude towards company and 
management than the older Dutch. However, 
if the experience of the older ones is 




The question may be raised as to how representative my findings are for the 
industrial scene in Japan and Holland at large. No doubt tnere are many 
companies in Holland ./here conditions appear to be more (or less) favorable 
than observed in the preceding pages, but on the whole it does not seem 
difficult to recognize the findings as being quite representative for the 
existing situation (in spite of the fact that 4 years including an oil-
crisis nave passed, since completion of the field work). One point may seem 
unusual and that is the relatively positive attitude of the younger Dutch, 
whereas satisfaction studies often place lowest satisfaction with the 
lowest age brackets. I presume that my systematic exclusion of all workers 
who had succeeded in being elevated above the real rank-and-file by even 
the slightest promotion, has played a role of significance allowing such 
results to be the outcome. At any rate, it seems clear that in the Dutci 
scene the position of the individual as individual is a matter of the great-
est concern and lies at the roots of most problems encountered by personnel-
staffers, e.g. the total of developments around participation in industry 
(both at the institutionalized and the grass-roots level). 
In Japan the individual as such seems to demand less attention, and 
instead it is the group which lies at the center of concern, ^ hen asked 
what sort of problems they consider most grave in the Japanese scene, 
Japanese personnel-staffers will most likely mention among their most se-
rious worries- alienation of the young as group. Personnel policies tend to 
concentrate on how to create a stronger sense of belongingness among the 
youngest, in other words: how to preserve the group as basic unit. Relatively 
little emphasis is given to strictly private matters, and relatively much 
to tne creation of structures and mechanisms. 
To come back to the question of how representative my findings are: in 
fact they concern only regular employees in major Japanese compames, i.e. 
members of Japan's industrial elite. Conditions in smaller companies are 
vastly inferior to those in the bigger firms. Moreover, those workers who 
have not succeeded in obtaining membership of large "company-families" as 
regular employees are automatically at a disadvantage. Lifetime employment 
security, for instance, is a far less common feature in the lower half of 
Japan's so-called "dual structure". My findings are not totally representative 
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for these layers, even though no doubt the conditions in larger companies 
serve as a model to be emulated in smaller ones. 
My research has been performed under less than optimal conditions, and shows 
a number of shortcomings which could have been prevented, had the financial 
means been greater and more time and experience available. Comparative 
research involving totally different cultures and societies indeed requires 
thorough preparation and advanced experience. I would be glad to see follow-
up studies being made in the near future, in which my experiences can be 
put to use (including the numerous shortcomings and problems I had to operate 
with). 
One area to be recommended for additional study might be that of comparative 
personality theory (which I was unable to take into serious consideration), 
for which a thorough scale construction is essential. I should also like to 
recommend more systematic analysis of the social science research that is 
being achieved in Japan: up till now most studies performed there unfortu-
nately escape international attention, mainly because of the indeed serious 
language problems. Finally, it seems recommendable for future research to 
concentrate on narrowly defined subject matters rather than on a broad area 
of study (as I did); it will then be easier to keep relevant variables under 
control and formulate clear-cut definitions for proper testing. 
I hope that my work as reported in this book will somehow contribute to 
fruitful research in the near future. No doubt, much further work is needed 
to create more insight into the differences and similarities between Japan 
and Western Europe, the lack of which has become painfully clear on re-
peated occasions, also in the most recent years. 
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APPENDIX A: Ll§t_2f_n§f§r§DC§5_ËDd_§§l§C£§d_blbliograghy¿_Japanese 
Romu Kenkyu (Labour Stuches Journal) 
Rosm Kankei ni tsuite no Iken Chosa 
An Opinion Survey about Labour Relations 
Rikkyo University Industrial Relations Institute 
Romu Kenkyu, vol.19, no.4, 1966 
Seishonen Rodosha no Shokugyo Ishiki to Yoka Katsudo m kansuru Chosa 
Survey about the Jork Attitudes and Leisure Activities of Young Workers 
The Labour Ministry 
Romu Kenkyu, vol.22, no.5, 1969 
70 Nendai о Muk?eta Rodosha Ishiki no Jittai 
Attitudes of Workers in the 1970's 
The Union of A-Company 
Romy Kenkyu, vol.23, March 1970 
Gengyo Seinenso no Iken Chosa 
Opinion Survey of Young Workers 
Niion Keihinzoku K.K. Company 
Romu Kenkyu, vol.23, April 1970 
Gaishikei Kigyo no Jugyoin 
Employees in Foreign Companies Operating in Japan 
The Labour Ministry 
Romu Kenkyu, vol.23, June 1970 
Seidan Genba m okeru Kosotsu Seishonen Rodosha no Ismki m kansuru Chosa 
Survey of Young Workers with High School Diploma about their Work Place 
The Labour Ministry 
Romu Kenkyu, vol.23, July 1970 
Shinnyushain Enquete Chosa (Showa 46) 
Enquete Survey among Newly Hired Employees (1971) 
Tokai Bank 
Romu Kenkyu, vol.24. May 1971 
Hatarakigai no Kokusai Chosa: Nihon m oite no Chosa 
An International Study of Motivation: Progress Report on the Japanese Part 
E.van Helvoort (Rikkyo University Industrial Relations Institute) 
Romu Kenkyu, vol.25, July 1972 
« 
In this section of Appendix A, I will present tne follovnng data: a) the 
Japanese title of the report concerned, b) a translation of this title 
(English), c) the institute or body that conducted the study, and d) the 
publication. Note: in the romaji transcription I neglect the distinction 
between о and 5, or u and u. 
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Sohyo Chosa Geppo (Monthly Report about Surveys by Sohyo ) 
Kosotsu Gengyoin no Ishikn Chosa 
Attitude Survey of Employees with High School Diploma 
Research Section of the Production Workers' Council 
Sohyo Chosa Geppo, 1969, 1 
Gorika m taisuru Kumiann e no Eikyo oyobi Ishiki m Tsuite no Chosa 
Study of the influence of rationalization on union members, and of 
their reactions to it 
Goka Roren (Kumamoto) Labour Federation (Synthetic Textiles) 
Sohyo Chosa Geppo, 1969, 1 
Minkan Rodosha no Chingin.Kigyo Ishiki Chosa 
Attitude survey about wages and company among workers in private firms 
Research Department of Sohyo 
Sohyo Chosa Geppo, 1969,2 
Semen, Fujin Rodosha no Ishiki, Kankyo Jittai - Sono Bunseki to 
Mondaiten 
Opinions and Living Conditions of Young Male and Female Workers: 
Analysis and Problems 
Zen Sentai Labour Union 
Sohyo Chosa Geppo, 1969, 8 (no.35) 
Takkororen Ishiki Chosa 
Attitude Survey by Tekkororen Labour Federation 
Tekkororen (Iron and Steel Workers) 
Sohyo Chosa Geppo, 1970, 5 (no.44-49) 
Temen Taishoku m Kansuru Enquete Chosa 
Enquete Study about Retirement-Related Matters 
Kamipororen Labour Federation (Paper Industry Workers) 
Sohyo Chosa Geppo, no.52 
Taishoku K m m kansuru Kumi?im no Ishiki Chosa 
A Survey of Attitudes of Union Members about the Retirement Allowance 
Shitetsu Soren (Private Railway Workers) 
Sohyo Chosa Geppo, no.52 
Roshi no Shoten (Workers in Focus) 
Wagakum Keieisha no Anzen Kann Ishiki 
Attitudes of Japanese Managers about Safety Management 
Research Section of the Production Workers' Council 
Roshi no Shoten, 1969, 9 
Kore kara no Fukuri Kosei no Point wa Nam ka7 
How about Social Security from now on7 
Research Section of the Production Workers' Council 
Roshi no Shoten, 1969, 11 
* 
Sohyo stands for: the General Council of Trade Unions in Japan (rather 
leftist) 
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Jugyoin no Rodo Jikan Ishiki o saguru 
A Study of Employees' Attitudes about Working Hours 
Research Section of the Production Workers Council 
Roshi no Shoten, 1970,5 
Other reports about particular study projects 
Yawata Seitetsu Rodosha no Ishiki 
Attitudes of Workers at Yawata Seitetsu Company 
Yawata Seitetsu Seinen Bu 
Gekkan Rodo Mondai (Labour Problems Monthly), 1968, 1 (no.117) 
Middle Management no Ishiki Kozo 
Structure of Middle Management Attitudes 
Mitsubishi Bank 
"Management", 1971, 5 (vol.30,no.5) 
Hataraku Koto no Ishiki Chosa 
Attitudes about Working 
Japan Productivity Center 
Special Reports (1970, 6 and 1971, 6) 
Motivation Jittai Chosa Hokoku 
Report on a Study of Motivation 
Chubu Keizai Doyukai 
Romu Kanri (Labour Administration) Report, 1969, 4 (no.31) 
Jakunen Jugyoin no Nayami no Chosa 
A Study of What Young Employees Worry About 
Shin Seikatsu Undo no Kai 
Romu Kanri Tsushin (Labour Administration News), 1970, 6 
Zoku, Daikigyo Blue Collar Worker no Seikatsu to Iken 
Opinions About Life of Blue-Collar Workers in Big Companies (additional 
data) 
Rikkyo University Industrial Relations Institute 
Special Report (1969) 
Kinrosha no Ishiki Chosa 
Survey of Workers' Attitudes 
Office of the Prime Minister 
Special Report (1971, 6) 
Fuji η Rodosha no 4.200 mei no Fuman to Yobo 
Dissatisfaction and Wishes of 4200 Women Workers 
Kagaku Domei Labour Federation (Chemical Industry Workers) 
Rosei Jiho (Labour Management Review), (1966, 9) 
Rodo Jikan, Yoka ni kansuru Seron Chosa Kekka 
Results of a Public Opinion Poll on Working Hours and Leisure Time 
Office of the Prime Minister 
Rosei Jiho (Labour Management Review), (1967, 1) 
Kinro Seishonen no Shokuba Ido 
Transfers of Young Workers 
Tokyo City General-Affairs Department 
Special Report (1971) 
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29.ai Kansai ni okeru Roshi Kankei no Jittai Chosa Hokoku 
b) Report on a Study of Labour Relations in the Kansai Area 
c) Kansai Productivity Center 
d) Special Report: "Towards Innovation and Participation" (1971) 
30.a) Zen Sekiyu Ishiki Chosa 
b) Attitude Survey of Zen Sekiyu 
c) Zen Sekiyu Labour Federation (Oil Industry Workers) 
d) Zen Sekiyu Geppo (= Monthly), (1969, 6) 
31.a) Isetan Rodo Kumiai Ishiki Chosa 
b) Attitude Survey by the Union of Isetan Department Store 
c) Isetan Labour Union 
d) Special Report (1971) 
32.a) Watakushitachi no Ishiki Jittai Chosa 
b) "Attitudes of Our Members" 
c) Tokai Bank Employees Union 
d) Special Report (1970) 
33.a) Chusho Kigyo Rodosha no Shokuba Ishiki 
b) Attitudes of Workers in Middle- and Small Size Enterprises 
c) Nihon Rodo Kyokai (Japan Labour Association) 
d) Special Report (1968) 
Other publications in Japanese 
34. Hayashi, C : "Nipponjin no Kokuminzo - 15 Nen no Henka" (The National 
Image of the Japanese: A Trend Analysis over 15 Years), in: 
Jiyu, July 1969, 49-57. 
35 ; Aoyama, H., Hishihira, S., and Suzuki, T.: Nipponjin no Kokuminsei 
(sono 2) (A Study of Japanese National Character: part 2), (Tokyo: 
Shiseido), 1970. 
36. Hazama, H.: Nihon Romu Kanrishi Kenkyu (Research in the History of 
Japanese Labour Management), (Tokyo: Diamond Sha), 1964. 
37. Japanese Journal of Behaviormetrics, vol.4, no.2, March 1977 (pp.104-105). 
38. Kamishima, J.: Kindai Nihon no Seishin Kozo (Modern Japan's Mental 
Structure), (Tokyo: Iwanami Shoten), 1961. 
39. Minstry of Labour: Rodo Tokei Nenpo (Yearbook of Labour Statistics) 
(published annually, since 1949). See also Appendix B. 
40. Nihon Keizai Shimbun (Japan Economic Daily); specifically the issue of 
May 24, 1972 (containing an interview about part of the study 
reported in this book). 
41. Nihon Seisansei Honbu (Japan Productivity Center): "Shokugyo to Seikatsu" 
ni kansuru Ishiki (Attitudes about Work and Life), (Tokyo, Japan 
Productivity Center), 1972. Note: many of the publications found in 
this Appendix, are briefly reviewed in this book. 
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Brief summary 
The preceding pages are the final report about an explorative study concern-
ing possibly existing interactions between cultural patterns on the one hand, 
and personnel management practices and related satisfaction on the other. 
The scope of the study was narrowed down to a comparison of reactions of 
male blue-collar workers in big manufacturing companies in Japan and The 
Netherlands. 
As an indication of 'cultural patterns' I decided to use a measure of 'group 
orientedness versus individualism' (as manifested in everyday-uorking-life), 
which was supposed to lie at the root of differences between Japanese and 
Dutch societies. In spite of numerous shortcomings in the procedures followed, 
it seems safe to conclude that the Japanese respondents in this study react 
in a consistently more 'group-oriented' manner than the Dutch respondents 
who consistently incline towards more 'individualist' patterns. However, it 
also becomes clear that 'group-orientedness' should not be uncritically con-
sidered as identical with 'social-mindedness', while reversely 'individualism' 
is not necessarily identical with 'egoism'. 
The other part of the study concerns a series of more objective as well as 
subjective 'measurements' of personnel management practices, plus related 
satisfaction patterns. It was found that important differences can be observed 
between the two total nation-samples (Japan versus Holland), whereas also 
age-related differences were quite numerous. Looking at the satisfaction 
answers in particular, one gains the impression that in Japan rising age goes 
together with increased 'social capital', satisfaction and identification 
with the company, whereas in Holland dissatisfaction seems to increase with 
rising age, workers tend more to fence themselves off from management and 
instead to put their stakes with the peer group. Age-related differences are 
quite pronounced within both nation samples, but by far most differences found 
can be accounted for by the nation-variable. 
I failed to produce any solid evidence (certainly in terms of statistical 
significance) of existing links between cultural differences (as defined 
through the 'group-orientedness versus individualism' distinction) on the one 
hand, and personnel-management-related satisfaction on the other. Still, the 
data obtained seem to contain a host of indications suggesting an interaction 
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existing between cultural patterns and personnel management practices (as I 
have tried to make more manifest in the comparative profiles in the last 
chapter of the report). 
It is hoped that the numerous findings gathered in this report may serve to 
inspire more fruitful research in the near future. 
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Samenvatting 
De voorafgaande pagina's bevatten het eindrapport over een exploratief onder-
zoek naar de mogelijk bestaande interacties tussen enerzijds cultuurpatronen 
en anderzijds vormen van personeelsbeleid en de daarmee samenhangende satis-
factie. Dit onderzoek heeft zich beperkt tot de vergelijking van reacties van 
mannelijke industrie-arbeiders in grote bedrijven in Japan en Nederland. 
Om het verschil in cultuurpatroon aan te geven heb ik een maat gebruikt voor 
'groeps-georiënteerdheid tegenover individualisme' (zoals dat in het dage-
lijkse leven in een bedrijf naar voren komt). Dit werd verondersteld een van 
de wezenlijke verschillen te zijn tussen de Japanse en Nederlandse samen-
levingen. 
Ondanks vele tekortkomingen in de gevolgde procedures, lijkt toch de conclu-
sie gewettigd dat de Japanse deelnemers aan het onderzoek consistent sterker 
groepsgeoriënteerd reageerden dan de Nederlandse deelnemers. Deze laatsten 
neigen overwegend meer naar individualisme. Daarbij moet echter duidelijk 
gesteld worden dat groepsgeoriënteerdheid niet zonder meer identiek is met 
'sociaal voelend' zijn. Omgekeerd is individualisme niet per sé identiek 
met egoisme. 
Het andere deel van dit onderzoek heeft betrekking op een aantal objectieve 
en subjectieve 'metingen' van vormen van personeelsbeleid en de daarmee 
samenhangende satisfactie. 
Belangrijke verschillen werden vastgesteld tussen de steekproeven uit beide 
landen (Japan en Holland). Tegelijkertijd werden ook vele leeftijdsgebonden 
verschillen gevonden. Let men vooral op de satisfactie-antwoorden, dan ont-
staat de indruk, dat in Japan een toename in leeftijd gepaard gaat met een 
toename in aanzien, tevredenheid en identificatie met het bedrijf. Daartegen-
over lijkt in Holland de ontevredenheid te stijgen op oudere leeftijd; arbei-
ders neigen afstand te nemen van de bedrijfsleiding en zich te richten op de 
groep van collega's. Leeftijdsgebonden verschillen zijn zeer uitgesproken 
binnen beide nationale steekproeven, maar verreweg de meeste van de aangetrof-
fen verschillen komen voor rekening van de nationaliteits variabele. 
Ik heb niet onomstotelijk kunnen aantonen (zeker niet statistisch significant), 
dat er verbanden bestaan tussen enerzijds culturele verschillen (groeps-
georiënteerdheid versus individualisme) en anderzijds satisfactie in samen-
hang met personeelsbeleid. De verkregen data lijken echter toch een aantal 
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aanwijzingen te bevatten die kunnen duiden op een interactie tussen cultuur-
patronen en vormen van personeelsbeleid (zoals ik heb getracht te verduide-
lijken in de vergelijkende profielen in het laatste hoofdstuk). 
Het is te hopen dat de vele bevindingen die in dit rapport zijn bijeen 
gebracht een aanzet moge vormen tot verder onderzoek in de naaste toekomst. 
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STELLINGEN 
1. Veel zogenaamd internationaal vergelijkende studies berusten op een 
rechtstreekse vertaling van een onderzoeksinstrument dat in feite 
slechts voor één bepaald kultuurgebied was bedoeld. Het verdient aan-
beveling om een dergelijk onderzoeksinstrument pas te gaan ontwerpen, 
nadat een voldoende grondige kennis van de betreffende kultuurgebieden 
verworven is. 
2. 'Strictly spoken, international comparisons based on questionnaires 
may never be absolutely reliable, if it were only because of different 
systems of connotations and thought processes behind the words'. 
(sub 1,3, in dit boek). 
3. Als het juist is dat paternalistische managementpatronen gekenmerkt 
worden door 'the unwanted gift', m.a.w. door eenzijdig van hogerhand 
geïnitieerde voorzieningen over de instelling waarvan de ontvangende 
partij niet of ternauwernood is gehoord, dan moet protest worden aan-
getekend tegen het feit dat Japans management nogal eens als 'pater-
nalistisch' wordt bestempeld: het overgrote deel van de betreffende 
voorzieningen in Japanse bedrijven is tot stand gebracht op uitdrukke-
lijke aandrang van de vakbonden, en dus niet primair een 'genereus 
gebaar' van hogerhand. 
4. In vergelijking met zijn Japanse kollega lijkt de Nederlandse perso-
neelsfunktionaris een zwaardere taak te hebben bij het doorvoeren van 
participatie in zijn bedrijf: meer dan in Japan moet men in Nederland 
binnen de te vinden strukturen erkenning inbouwen voor het individu 
als individu. 
5. In vergelijking met het Japanse gebruik om bij de vaststelling van 
lonen en salarissen uitdrukkelijk rekening te houden met de leeftijd 
en het aantal dienstjaren van de werknemer, steekt het in Nederland 
nog wel gebruikelijke eindloon voor oudere werknemers wel zeer schril 
af. 
6. Het zal Japan weinig moeite kosten qua industriële produktiv!teit de 
overhand te houden over Westerse industrielanden, als het beeld juist 
is dat uit deze studie naar voren komt: terwijl onder Japanse werk-
nemers tevredenheid over het werk en identifikatie met het bedrijf 
toenemen met het stijgen der jaren, lijkt het tegendeel veeleer waar 
in de Westerse landen (althans zeker in Nederland). 
7. Het is opmerkelijk dat permanente edukatie, zoals gepraktiseerd in 
Japan, niet meer aandacht heeft gekregen van terzake deskundigen in 
de Westerse industrielanden. 
8. Waar het individu in Japan voor zijn sociale zekerheid meer is aange-
wezen op zijn bedrijf (een vrij persoonlijke relatie), terwijl zijn 
Nederlandse tegenhanger die zekerheid juist baseert op garanties van 
staatswege (een onpersoonlijke relatie), is het risiko van misbruik 
van sociale voorzieningen groter in Nederland dan in Japan. 
9. Men kan zich afvragen of een motivatie-theorie als die van Abraham 
Maslow, ontwikkeld in een uitermate 'individualism-oriented' omgeving, 
eigenlijk wel toepasbaar geacht kan worden in een samenleving als 
Japan, waar het individu als zodanig veel minder centraal staat. 
10. Nederlanders die in Japan hun verkoop- of promotiepogingen willen 
ondersteunen met uitgebreide verwijzingen naar de oude en exclusieve 
banden die tussen Japan en Holland bestaan hebben van ongeveer 1630 
tot ongeveer 1860, dienen zich te realiseren dat veel Japanners er 
genoeg van hebben telkens weer gekonfronteerd te worden met wat zij 
zien als het nogal achterlijke verleden van Japan. 
11. Het kan niet voldoende benadrukt worden dat een Nederlandse regering 
die zich weifelachtig of te gereserveerd opstelt t.a.v. ondersteuning 
van het toeristische bedrijfsleven en toeristische promotie in het 
buitenland, in feite aktief meewerkt aan de verstikking van een be-
langrijke bron van werkgelegenheid in de tertiaire sektor, en dit 
terwijl nabijgelegen landen juist zware prioriteit leggen op verdere 
ontplooiing van de toeristische infrastruktuur. 
12. Met het oog op de zwakte van Nederland als toeristisch produkt in het 
winterseizoen, verdient de suggestie de aandacht om een gedeelte van 
de Amsterdamse grachten kunstmatig te bevriezen ten behoeve van lief-
hebbers van de schaatssport. 
Nijmegen, 23 december 1977. 


